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Current research on organizational stress suggests a 
relationship between stressors, and psychological and 
psychosomatic health outcomes. The strength of this 
relationship varies between 0.17 and 0.35. Research has 
also suggested that personal relationships may moderate 
these correlations. One such variable is thought to be 
social support. This study set out to examine the 
relationship between social support in the workplace and 
organizational stressors while at the same time controlling 
for variables that may obscure the true nature of the 
relationship. Taking measurements while still seniors in 
college (Time one) and shortly after they were employed 
(Time two) allowed this control to be accomplished in a 
longitudinal setting. This study evaluated the nature of 
these relationships among new employees in a variety of 
organizations. The personality variable negative affectivity 
(NA) was measured at time one and at time two. In addition, 
reported psychosomatic outcomes were measured at time one 
and at time two. The interval between time one and time two 
was 12 - 15 months. Organizational stressors, NA, strains, 
and transient mood were measured at time two. The results 
indicated that after controlling for mood and NA, 
supervisory social support was negatively related to 
stressors and strains. Coworker social support demonstrated 
ix 
a significant affective/emotional component. When both mood 
scales and NA were partialled out many of the corrleations 
dropped below significance. Results for the NA construct 
variable specifically suggested that it did not appear to be 
a major underlying explanatory variable. Future research 
directions are discussed. 
Abstract approved: 
Major Professor, Paul E. Spector, Ph.D. 
Professor 
Department of Psychology 
Date {rlr,irc~al 
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INTRODUCTION 
Overview 
The concept of stress was virtually unheard of until 
the pioneering work of researchers such as Cannon (1935) and 
Selye (1950). Subsequently, it has generated considerable 
research in both work (Beehr & Newman, 1978; Gore, 1978, 
1987; Kaufmann & Beehr, 1989; Kaufmann & Beehr, 1986; and 
Keenan & Newton, 1985) and nonwork settings (Caplan, 1976; 
Cohen & Syme, 1985). To date, there is still considerable 
debate about definitions of stress, operationalizations of 
stress, and measurement of stress, (Thoits, 1982). While 
being intuitively appealing, the idea that stress is a 
causal factor in human illness has shown itself to be a 
complex issue. Researchers have found correlations in the 
range of 0.17 to 0.35 between stressors and strains (Thoits, 
1982), thus indicating that some other variables are 
causally related. One such variable is hypothesized to be 
social support. 
The current study explores the relationship between 
work related social support and reported health outcomes 
while controlling for potential nuisance variables such as 
negative affectivity (NA) and transient mood (TM). The data 
was collected in a longitudinal design. At Time one, 
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graduating college seniors were assessed on a number of 
stress related and personality variables. Additionally, 
psychosomatic health outcomes were assessed. At Time two 
members of the sample group had been employed for periods of 
less than one year. Work social support, negative 
affectivity, positive and negative mood, stressors (role 
ambiguity, role conflict, workload, situational constraints, 
and organizational conflict) strains (frustration, job 
satisfaction and intention to quit) and health outcomes were 
measured at time two. 
The introduction contains eight major sections. First, 
the etiology of stress will be reviewed along with 
appropriate definitions. Second, the social support concept 
will be reviewed from its historical background and the 
current state of conceptual clarity. Third, the theoretical 
framework on which this study is based will be elucidated. 
Fourth, literature testing sig~if icant aspects of this 
theoretical model will be reviewed in three sections (a) 
main effects (b) buffering or moderator effects (c) reverse 
buffering effects. Fifth, longitudinal designs and their 
outcomes are considered in a separat~ section as they are 
the method of choice (Payne & Jones, 1987; Thoits, 1982) for 
making causal inferences. Sixth, the potential effect of NA 
is evaluated and in the seventh section, the potential 
effect of TM is evaluated. Finally, in section eight, two 
stressors used extensively in stress research are discussed. 
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The Concept of Job Stress 
Ivancevich and Matteson (1980) reviewed the historical 
roots of the stress concept. They noted that the historical 
antecedents of the stress concept can be traced back to the 
work of Cannon in 1935. However the acknowledged father of 
stress is Hans Selye, (Ivancevich & Matteson, 1980). It was 
Selye who identified the term ''stressors" in his 1956 work 
''Stress". The debate of what exactly is stress has resulted 
in variations in the conceptualizations of stress. Beehr 
and Franz (1987) reviewing current conceptualizations, 
concluded that the term stressor refers to an environmental 
stimulus and that the term strain refers to the individual 
response to that stressor. These strains can be behavioral, 
psychological or physiological. They are also indicators of 
maladjustment within the individual. 
More specifically, Beehr and Newman (1978) have defined 
job stress, the focus of this present study. Job stress is 
defined as a situation where job related factors interact 
with an individual to alter (positively or negatively) his 
or her psychological condition such that the individual is 
required to change from normal functioning. Thus, we can 
see that job stress is an environmental stressor that 
interacts with the individual worker to cause a strain 
outcome. 
Quick, Horn, and Quick (1987) discussed the health 
consequences of job stress and concluded the evidence 
indicates that health problems which may result from stress 
include Coronary Heart Disease (CHD), alcohol or smoking 
related diseases, and cancer. In this review the authors 
also considered the psychological consequences of adverse 
job stress which include family problems, sleep 
disturbances, sexual dysfunction, depression, psychogenic 
disability and burnout. 
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These adverse outcomes lead to the consideration of the 
potential cost of job stress on the economy. Ivancevich and 
Matteson (1980) estimated the cost of job stress to be $75 -
$90 billion dollars annually. They noted that in 1980, this 
estimate approached 10% of the U.S. Gross National Product 
and was likely conservative. One organizational variable 
that potentially ameliorates the adverse effects of stress 
described above is social support. This variable will be 
discussed in the next section. 
Social Support and Job Stress 
Caplan and Killilea (1976) commented that an assumption 
has come out of community mental health that has impacted 
the way that we look at stress. This is that some stressors 
cannot be avoided or, to any great extent, modified. They 
further argued that interventions that increased available 
supports can facilitate coping in the face of stress. 
Social support is one such coping variable. 
The history of the social support concept can be traced 
back in part to the Ohio State and Michigan State leadership 
studies conducted in the late fifties and early sixties, 
(Blau, 1980). These studies investigated the several facets 
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of leadership including (a) the degree to which supervisory 
behavior could be characterized as considerate or employee 
oriented and (b) the relationship of perceived supervisor 
consideration to employee satisfaction. Additional credit 
was given by Beehr (1985) to the work of Likert. Likert 
developed the concept of supportive leadership and contended 
that this was a prerequisite of good management. Beehr 
(1985) also noted the work of Rothlisberger and Dickson from 
the Hawthorne studies. Here they determined that coworkers 
can have considerable influence on individual performance. 
Definitions of social support have suffered from the 
same inconsistencies that definitions of stress have 
undergone (Thoits 1982). Some definitions of likely limited 
utility include that of Beels (1981), who defined social 
support as "whatever factors that are in the environment 
that promote a favorable course of the illness" (p.60). 
Another definition of limited utility comes from Lin, 
Simeone, Ensel, and Kuo (1979) who defined social support as 
the support accessible to an individual through societal 
ties to other individuals, groups, or the larger community. 
Improved definitions came from authors such as Cobb 
(1976) who linked social support to the notion of 
information that an individual may receive. Specifically, 
individuals receive information that they are cared for, 
esteemed, and valued members of the group. Other authors 
such as Caplan (1976) defined social support in the context 
of cognitive support as well as informational support. In 
6 
this context, social support is guidance and feedback that 
enables the individual to emotionally master the stressful 
event. House (1981) provided a definition that integrated 
then current ideas and still influences current work. House 
identified four types of support behaviors: (a) emotional 
support, this involves caring, trust, and empathy, (b) 
instrumental support, this involves actively helping others 
to carry out tasks or doing specific work, (c) informational 
support includes giving somebody information or teaching 
them a skill that will enable that person to overcome a 
specific stress, (d) appraisal support is information given 
to the individual that assists them in appraising their 
personal performance. 
In a major review Cohen and Wills (1985) showed 
considerable evidence that social support had beneficial 
effects on both psychological health and physical health. 
In a meta analytic study Jackson and Schuler (1985) reported 
an overall negative correlation of -0.44 between leader 
consideration (a leadership construct from the Ohio State 
studies) and role ambiguity, and -0.42 between leader 
consideration and role conflict. Both role conflict and 
role ambiguity are frequently cited organizational 
stressors. Similar results were reported previously in a 
meta-analytic study by Fisher and Gitelson (1983). 
A Theoretical Model of Social Support 
The most complete theoretical model has been that 
developed by LaRocco, House, and French (1980). This model 
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illustrates the theoretical relationships between stressors, 
strains and social support. This model displays two primary 
types of relationships (a) buffering (or moderating) effects 
and (b) main effects. Buffering or moderating effects 
indicate that social support interacts with stressor/strain 
variables to affect health outcomes. Main effects indicate 
that social support has a main effect on either job 
stressors, strains, or health outcomes. This model is 
presented in Figure 1 below. 
LaRocco, House, and French (1980), considered many 
objective work situations or conditions as stressful. These 
conditions in turn, may give rise to perceived job stress. 
This perception is such that one perceives that 
environmental demands exceed one's abilities to cope or that 
these demands will leave one's needs unmet. Thus perceived 
job stress may result in adverse feelings about work, such 
as job dissatisfaction. Negative outcomes resulting from 
perceived job stress are termed job related strains; this is 
arrow {a) in Figure 1. Additionally, both perceived job 
stress and job related strain may affect physical and mental 
health, arrows (b) and (c) in Figure 1. Often, other 
variables have the ability to moderate this relationship. 
In this case social support is hypothesized to moderate the 
job stress-strain relationship. Arrows one and two 
demonstrate a hypothesized buffering effect of social 
support on job related strain and mental and physical health 
outcomes respectively. 
Perceived Social 
Support 
c 
Mental and 
Physical 
Health 
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FIGURE 1. A model of potential relationships among 
perceived occupational stress, social support and 
health. (Arrows 1 and 2 represent hypothesized 
buffering effects of social support; arrow 3, the 
hypothesis that social support also ameliorates 
the effects of job related strain on health 
arrows 4, 5, and 6 hypothesize main effects from 
stress to job related strain to health.) 
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Statistically, arrows one, two, and three represent 
interaction effects. Arrow three suggests that social 
support buffers the mental and physical health outcomes. 
Arrows four, five, and six represent main effects of social 
support on perceived job stress, job related strain, and 
mental and health outcomes respectively. The authors 
pointed out that this is a recursive model and as such does 
not include reciprocal causation. Thus it may not be a good 
match for the social reality of human interaction . 
.Empirical Evidence for the Social Support Model 
The empirical studies reviewed here will be divided 
into three sections, those that show: (a) main effects only 
(b) buffering effects and (c) reverse buffering effects. 
Studies that found multiple results will be identified as 
such. 
Studies finding main effects. The possible outcomes 
for studies investigating the effect of social support on 
maladjustment can be seen diagramatically in Figure 2 below. 
The studies in this section found main effects for social 
support on maladaptive stress outcomes. These studies can 
be generally represented in diagram 2(a) below. A selection 
of these studies will be examined in detail to illustrate 
typical methodological procedures. 
Several studies reviewed reported main effects of 
social support on stress outcomes (Beehr, King, & King , 
1990; Billings & Moos, 1982; Blau, 1980; Browner, Kelly, 
Ford, Silsby, Tambya & Yee, 1987; Chisholm, Kasl & Mueller, 
10 
low support 
---------------
---------
high support 
Stressor 
(a) Support improves health only 
~ low support 
""""' ro 
~ 
~ 
0 high support 
0... 
Stress 
(b) buffering effect only 
low support 
high support 
Stress 
(c) Combination health and buffering 
FIGURE 2. Possible outcomes of social support on stressors 
and strains. 
1986; Dorr & Vance, 1989; Etzion, 1984; Fisher, 1985; 
Jayarantne & Chess, 1984; Jayarantne, Himle & Chess, 1988; 
Kaufmann & Beehr, 1989; Newton & Keenan, 1985; Pearlin, 
Menaghan, Liberman & Mullan, 1981; Seers, McGee, Serey, & 
Graen 1983; and Tombaugh & White, 1989). All of the above 
studies drew their samples from work settings. Typical 
procedures are presented in the studies chosen for closer 
review. 
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Fisher (1985) investigated the "unmet expectations" 
stress of new employees. The sample was comprised of nurses 
just hired in Southwestern U.S. hospitals. The sample size 
of the study was 210, of which 95% were female. The social 
support scale was developed by the author for the study. 
The scale demonstrated acceptable reliability of 0.74. 
Other variables measured included job satisfaction, 
organizational commitment, intention to quit, and supervisor 
and coworker social support. The subjects were surveyed at 
O, 3 and 6 months after the start of their employment. The 
data were analyzed using hierarchical regression. Main 
effects were obtained for coworker support and supervisor 
support. These two forms of support were positively related 
to satisfaction, performance, and commitment, and negatively 
related to turnover, and intentions to leave the 
organization and the profession. The beta weights for the 
variables associated with supervisory support, (overall job 
satisfaction, organizational commitment, intention to quit 
and intention to leave the profession) were 0.19, 0.17, 
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-0.17, and -0.17, respectively. The beta weights for the 
variables associated with coworker support were 0.24, -0.07, 
0.17, and -0.21, respectively. Stress was positively 
correlated with turnover, intention to leave the 
organization, and intention to leave the profession. 
The author looked for but failed to find any moderator 
effects of social support. The results yielded two 
significant interactions out of twenty six. Given the large 
number of tests, these were attributed to chance. Fisher 
(1985), in discussing the outcome of the study speculated 
that new employees need support in adjusting to the many new 
demands of the job irrespective of the level of stress. 
However, experienced employees may only need support when 
stress levels become unusally high. 
Kaufman and Beehr (1989) investigated occupational 
stressors, individual strains and social support among 
police officers in a midwestern state. The authors reported 
that the purpose of this study was to search for moderator 
effects of social support in stress - strain relationships 
of police officers. They noted that American police work is 
thought to entail a considerable amount of occupational 
stress. The individual strains considered were depression, 
job dissatisfaction, boredom, and workload dissatisfaction. 
Job stressors that were examined included underutilization 
of skills, job future ambiguity, and quantitative workload. 
A total of 121 police officers were surveyed in a cross-
sectional design. Seven measures of social support were 
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examined. These were (a) supervisor tangible support (b) 
coworker tangible support (c) extra-organizational tangible 
support (c) supervisor emotional support (d) coworker 
emotional support (e) extraorganizational emotional support 
and (f) instrumental support. 
The authors used hierarchical multiple regression to 
evaluate the data. The results indicated that five of the 
seven sources of social support showed significant main 
effects on individual strain. The correlations for the 
support variable with the measure of individual strain were 
all negative and ranged from -0.10 for supervisor tangible 
support to -0.48 for coworker emotional support. One of the 
sources, instrumental support, showed an interaction effect, 
instrumental support interacted with job stressors to 
determine individual strain among police officers. The 
unusual outcome of this study is that this interaction 
represented a reverse buffering effect, i.e., the 
relationship between stressor and strains was stronger under 
conditions of high social support rather than conditions of 
low social support. The authors discussed possible reasons 
for the reverse buffering outcome. These issues will be 
considered in detail in the upcoming section on reverse 
buffering. 
A third and final example of a main effects study comes 
from Tombaugh and White (1989). These authors examined the 
effects of organizationally based support on survivors' 
perceived stress after a downsizing. The authors 
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hypothesized that both coworker and supervisor support would 
be effective in reducing perceived role stress. 
Additionally, they hypothesized that coworker support would 
have a stronger inverse relationship with perceived role 
stress than supervisor social support. The 236 survivors 
were employed at a large petrochemical facility in the 
southwest. The results indicate that, as predicted, 
supervisor support was inversely related to role ambiguity 
and role conflict {r= -0.29,0.30; p < 0.001) as was coworker 
support {r= -0.24, -0.18; p < 0.01). The main effects of 
supervisor and coworker social support were confirmed. The 
study provided no evidence that the organizationally based 
support moderates the relationship between survivors' 
perceived role stress and their attitude towards their job 
or the organization. 
There have been studies that have failed to find main 
effects for social support on stressors (Surtees, 1980; 
Tennant, Hewson & Valliant, 1978 both cited in Cohen & 
Wills, 1985). However, Cohen and Wills (1985) note that 
these studies are rare and, in the case of the two cited 
above, poorly designed (specifically, the outcome measures 
were dichotomized with a subsequent reduction in statistical 
sensitivity). 
Moderating effects of work social support. Reviews of 
the literature have yielded equivocal results when examining 
the buffering hypothesis (Cohen & Wills, 1985; Kaufmann & 
Beehr 1989; and Payne & Jones, 1987). The method of choice 
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for examining interactions is hierarchical multiple 
regression. In this technique, for a significant 
interaction to occur there must be a significant incremental 
increase in R-squared after the main effects have been 
accounted for in the analysis (Blau, 1980). Among work 
studies that set out to find an interaction, (or buffering 
effect) 17 studies examined moderator effects. Ten of these 
(Abdel - Halim, 1982; Beehr 1985; Billings & Moos, 1982; 
Chisholm, Kasl, & Mueller, 1986; Cohen & Hoberman, 1983; 
Cummings, 1989; Etzion, 1984; Roeske & Koeske, 1989; 
LaRocco, House, & French, 1980; and Lin, Simeone, Ensel, & 
Kuo, 1979) found buffering effects while seven others (Blau, 
1980; Dorr & Vance, 1989; Fisher, 1985; Ganster, Fusilier, & 
Mayes, 1986; Jayarantne & Chess, 1984; Pearlin, Menaghan, 
Liberman, & Mullan, 1981; and Tombaugh & White, 1989) did 
not find any evidence of moderator effects. Fisher and 
Gitelson (1983), in a meta analytic study, concluded that 
support for the buffering effect of social support was still 
in doubt. However, Jackson and Schuler (1985) in a more 
recent study of buffering effects of two commonly used 
organizational stressors, role ambiguity and role conflict, 
on measures of organizational strain, concluded that their 
results supported the existence of a moderator or buffering 
effect. 
These studies are similar in many respects to those 
reviewed in detail above, and include large sample sizes, 
hierarchical regression analysis, and use of standardized 
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scales for organizational stressors (e.g, role ambiguity, 
and role conflict). Only a short summary of two studies 
from each group, moderator and no moderator effects, will be 
presented. 
Billings and Moos (1982) selected a sample of 214 men 
and 115 women all of whom were working full time. The study 
investigated the stressful effects of the work environment 
on personal functioning and the stress buffering value of 
work and family social resources. The work environment was 
measured using the "Work Environment Scale" which measured 
10 aspects of the individual's workplace. The reported 
alphas for the ten subscales were 0.69 to 0.86. The results 
indicated a significant main effect of social support on 
personal functioning. Moderator effects were found for 
socially supportive relationships in family and work 
settings on the perceived impact of work stressors. 
Interestingly, for men the buffering effects were found at 
work and from family resources for the stress outcomes of 
depression and anxiety, while for women the buffering 
effects were found within the family resources only. For 
the total sample, the authors concluded that buffering 
effects were effective for depression and physical symptoms. 
These results are similar to the conclusions of Etzion 
(1984) who noted the differential use of social support 
resources among men and women. 
Etzion (1984) examined the moderating effect of social 
support on the relationship between life and work stress and 
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burnout. In a sample of 657 Israeli managers, the results 
showed that the effect of work stress on burnout was 
moderated by social support but that men and women used 
different sources. Men used more work related sources while 
women used more family or nonwork related sources of social 
support. Zero order correlations for the total sample for 
work support and life support with burnout were -0.31, and 
-0.33 respectively, (p < 0.001 for both). 
Two studies shall receive brief mention as examples of 
studies that did not find moderating effects of social 
support. The first of these is Dorr and Vance (1989). 
These authors tested a model of social support that 
predicted main additive effects for structural support (i.e. 
the extent to which one has a large enough social network) 
and moderator effects for functional support (i.e. the 
extent to which one's work sources provide the type of 
social support that is needed or is most helpful.) One 
hundred and fifty-two bank employees were surveyed and the 
results were analyzed using hierarchical regression. No 
buffering effect was found for the functional support 
measures. Main effects were found for the structural 
support measures. Contrary to the hypotheses, main effects 
were found for functional social support. In general, 
social support contributed to adjustment in the presence of 
positive or negative non-work events, or positive work 
events, accounting for between 5% to 10% of the variance 
depending upon what other variables were previously entered 
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into the model. One disturbing feature of this study is the 
way that the sample was selected. The authors drew their 
sample from a group of workers who had indicated a desire to 
partake in a stress management program. The implication is 
that these individuals, may, as a group, perceive themselves 
to be stressed and in need of help. If this is the case, 
this sample is likely not a good comparison for other 
studies who have selected samples that were more 
representative of the general work population. 
Ganster, Fusilier, and Mayes (1986) designed a study 
specifically to test higher order two and three way 
interactions in a social support model. The authors 
collected a sample of 326 subjects from a large contracting 
firm. Three measures of social support were measured: 
supervisor, coworker, and family and friends. Six job 
stressors were assessed: role ambiguity, role conflict, 
quantitative work, lack of variability, skill 
underutilization, and responsibility for others. The 
outcome variables consisted of depression, job 
dissatisfaction, life dissatisfaction, and somatic 
complaints. 
Of the different sources of work social support, 
supervisor social support was the most strongly related to 
strains. Considering somatic health outcomes, the results 
showed that family and friends support was the most strongly 
related to strains. Ganster et al. (1986) pointed out two 
alternatives in testing for moderator effects. When one has 
multiple measures of stressors and strains the choice is 
whether to enter them all in one regression analysis or 
tolerate some Type I error inflation by examining each of 
the variables in separate models. Despite using liberal 
statistical tests and increasing the risk of Type I error, 
the authors concluded that no support for the buffering 
hypotheses existed. In conclusion, the authors advocated 
that more parsimonious models of social support should be 
adopted. 
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Studies finding reverse buffering effects. These 
studies are included in a separate section because they 
contradict existing theoretical models of stress buffering. 
A buffering hypothesis of social support predicts that 
social support will be effective at attenuating the effects 
of high levels of stress but will have no significant effect 
at low levels of stress. These studies, to be reviewed 
briefly, find the exact opposite. Two studies have been 
identified that have found reverse buffering effects, 
(Chisholm, Kasl, & Mueller, 1986; and Kaufman & Beehr, 
1989). 
Chisholm, Kasl, and Mueller (1986) examined the effects 
of social support on nuclear worker responses at the Three 
Mile Island accident. The authors used a one hour telephone 
interview to collect data from 324 workers at the Three Mile 
Island plant and 289 workers at another plant which operated 
as a control. The authors evaluated social support, 
perceived job stress, job related strain, and health 
20 
outcomes. Multiple regression analysis indicated both main 
and moderating effects for social support on stress 
outcomes. Significant interactions were found in the 
direction predicted for three of the ten interactions. 
However, for the other seven interactions they were in the 
opposite direction to that predicted, i.e., reverse 
buffering. For Three Mile Island supervisors, support 
tended to affect job satisfaction, job future, and 
occupational self esteem adversely. The same was true for 
the impact of coworker support on ' job satisfaction and the 
perceptions of job future among non-supervisors. In 
discussing these results, the authors concluded that the way 
in which social support works when it moderates 
relationships depends on (a) the level of stress being 
considered and (b) the types of variables being examined. 
The authors pointed out that based on previous conceptions 
of social support, they may not have included all of the 
necessary and relevant scales for tapping different 
dimensions of the social support construct. 
Kaufman and Beehr (1989), investigating social support 
and occupational stress among police officers, also found 
reverse buffering effects. Specifically, they reported a 
stronger relationship between stressors and strains under 
conditions of high social support than under conditions of 
low social support. Kaufman and Beehr suggested by way of 
interpretation that the police officers may solicit 
instrumental support when job stressors and individual 
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strains were strongly related, but not before, which would 
account for the reverse buffering. Kaufman and Beehr cite 
other explanations for the reverse buffering from different 
authors. Blau (1980), cited by Kaufman and Beehr (1986), 
suggested that researchers must be careful to ensure that 
the stressor and the source of social support are separate. 
In the case of highly cohesive groups they may be one and 
the same. Highly cohesive work groups can be a source of 
considerable work social support. However, they can also 
enforce certain behavioral norms which may be stressful to 
some individuals. Thus, the source of the stress and social 
support are the same. 
Longitudinal Designs 
This discussion on longitudinal designs is included 
because these designs are noted to be the most appropriate 
method for making causal inferences (Cohen & Wills, 1985; 
Thoits, 1982; Payne & Jones 1987). The longitudinal studies 
presented here all have multiple measures of the same 
population taken at different points in time. This is more 
advantageous than cross sectional designs because these 
designs only take a one time measure of the variables of 
interest and as such are restricted to evaluations of the 
associations between these variables. Longitudinal designs 
allow some examination of the temporal relationships between 
the variables of interest. Longitudinal studies that will 
be considered here include Aneshensel and Frerichs (1982); 
Fisher (1985); Gore (1978); Holahan and Moos (1981); 
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Henderson, Byrne, and Duncan-Jones (1981); Pearlin, 
Menaghan, Liberman, and Mullan (1981); Lin and Ensel (1984); 
Thoits (1982); and Williams, Ware, and Dunn (1981); 
Viewing these studies in terms of their main and/or 
buffering effects, we find that they do not put the issue of 
whether or not moderator effects are important, to rest. 
Three find for buffering effects (Gore, 1978; Pearlin et 
al., 1981; and Henderson et al., 1981) while five of the six 
remaining, with the exception of Holahan and Moos (1981) did 
not. Holohan and Moos do not address the issue and simply 
report main effects. Although Gore (1978) reports an 
interaction effect of social support on stress, the author 
was skeptical about interpreting this as evidence of the 
buffering effect of social support and offers alternative 
explanations for the particular sample in that study to 
explain the "buffering" outcome. Reviewing longitudinal 
studies, Payne and Jones {1987) concluded that {a) the 
evidence of buffering is split between the studies and (b) 
even in those studies that obtained buffering results the 
effects were weak. These comments are consistent with the 
conclusions of Henderson et al. {1981) who argue that 
buffering effects typically explain less than 5% of 
variance. Chisholm, Kasl, and Mueller {1986) noted that 
frequently this percentage is closer to one percent. 
Variables That May Attenuate the Relationship of Interest 
This section will consider two variables that may 
attenuate the relationships among the variables of interest. 
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These variables are negative affectivity (NA) (Watson & 
Clark, 1984; Watson, Pennebaker, & Folger, 1987) and Mood 
(Cohen, Towbes, & Flocco, 1988; Salouvey & Birnbaum, 1989). 
These variables will be briefly defined, the literature 
examined, and implications drawn for the current study. 
Negative Affectivity. Watson and Clark (1984) 
integrated prior research into the NA dimension. These 
authors define NA as a pervasive disposition to view the 
world in a negative manner. As such NA can be viewed as a 
dispositional construct. High NA individuals are 
characterized as anxious and depressed, with a negative view 
of the self, whereas those low on the dimension are 
relatively content, secure and satisfied with themselves. 
Watson and Clark (1984) see NA as a dimension with trait 
anxiety as its central core but also point out that it is a 
more general dimension. The NA dimension can also include 
such psychological states such as anger, scorn, revulsion, 
guilt, self dissatisfaction, a sense of rejection, and to 
some extent, sadness. Watson and Clark (1984) go on to 
describe the NA dimension by noting that they view NA as 
centering on the conscious subjective experiences of the 
individual rather than on objective conditions. 
Watson and Clark (1984) examined intercorrelations 
between 18 commonly used personality scales. The results 
indicated that a majority of the scales had 
intercorrelations of 0.70 to 0.90. It was this evidence 
that led them to conclude that a higher order factor 
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underlying these scales existed. Additionally, based on the 
fact that many of the scales were factor analytically 
derived, they further concluded that the likely factor 
structure of the NA dimension is unidimensional. The 
authors also provide evidence that NA is likely unrelated to 
situationally specific anxiety (fear), and that NA is more a 
manifestation of the individual's consciousness than overt 
behavior. Several authors (Campbell & Fehr, 1990; Watson & 
Clark, 1984; Watson & Pennebaker, 1989) point out that the 
NA construct has been operationalized as different affective 
constructs such as neuroticism, depression, social 
desirability, trait anxiety, and self esteem. 
More recently, Watson and Pennebaker (1989) have 
broadened the concept of NA and proposed that it is a more 
general trait of somatopsychic distress. This is due to the 
realization that .NA is associated with a broad range of 
subjective complaints and reported physical symptoms. In a 
study of organizational stressors and their outcomes, NA 
could be associated with three different types of outcomes 
(a) psychological outcomes, (b) psychosomatic outcomes 
(reports of ill health, ulcers etc.), and (c) actual 
behavioral incidents of ill health (visits to the doctor). 
Watson and Pennebaker (1989) show that NA is related to (a) 
and (b) but not to (c). 
Considering the role of NA in the measurement of 
organizational variables, Watson, Pennebaker, and Folger 
(1987) argued that NA underlies measures of job satisfaction 
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and other job affect. Further, these measures may be simply 
alternate measures of the same underlying construct. Chen 
and Spector (1991) noted that if this is the case, the 
issues brought up by Watson and his colleagues may be of 
great concern in job design and stress studies. 
Directly or indirectly, there have been several tests 
of the assertions of Watson and his colleagues (Brief, 
Burke, George, Robinson, & Webster, 1988; Chen & Spector, 
1991; Frese, 1985; Jex & Spector, In Press; Spector, Dwyer, 
& Jex, 1988; and Tombaugh & White, 1989). Of these studies, 
only Brief et al. (1988) supported the notion that NA 
underlies measures of organizational variables. Brief et 
al. (1988) hypothesized that by controlling for NA, 
correlations between acute stressors and outcome measures 
would drop to zero. Partialling out NA while disattenuating 
for the NA scale unreliability, they found that six of the 
partial correlations between acute stressors and outcome 
measures dropped below 0.10. 
Tombaugh and White (1989), Jex and Spector (In Press) 
and Chen and Spector (1991) were direct attempts at 
replication of the Brief et al. (1988) results, while 
Spector, Dwyer, and Jex (1988) and Frese (1985) attempted to 
detect correlation inflation due to personality or response 
styles. None of these studies were able to detect 
correlation inflation due to the presence of NA. While Chen 
and Spector (In Press) concluded that there is little 
evidence to conclude that negative affectivity accounts for 
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a large amount of the relation between chronic work 
stressors and strains, they noted that NA produced the most 
significant effects on reported symptoms (i.e., explained a 
significant amount of the variance between stressors and 
reported symptoms) 
Considering the present study, there seems to be a body 
of evidence mounting that questions the utility of the NA 
construct in explaining the relationships between stressors 
and psychological strains, and between stressors and health 
outcomes. Watson and Pennebaker, (1989) and Chen and 
Spector, (1991), have demonstrated that NA may be more 
important in symptom reporting outcomes of stress rather 
than in other stress outcomes. As such, it seems prudent to 
evaluate NA in studies where one is also measuring reported 
health outcomes. It is proposed that NA be evaluated in the 
current study and the partial correlations examined for 
evidence of an underlying dispositional construct being 
primarily responsible for the observed relationships, 
particularly with somatic symptoms as outcomes. 
Mood affecting reported relationships. The vast 
majority of the studies reviewed .above have measured the 
variables of interest using self report measures. The 
respondents report on their levels of perceived stress, 
psychological distress, psychosomatic distress, and negative 
health outcomes. In an analagous fashion to NA, researchers 
have suggested that the relationships between these 
variables may be affected by another variable. This 
-----· 
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variable is the individual's mood at the time of responding. 
The studies below evaluate the effects of three levels of 
mood: positive, negative, and neutral. 
Johnson and Tversky (1983) investigated the evaluation 
of future events as impacted by positive or negative mood 
induction. The authors manipulated mood by having subjects 
read an account of a happy or tragic event (death). Their 
results showed that negative mood created by a brief 
manipulation has a significant pervasive effect on the 
estimates of negative future events. The authors suggested 
that subjects tend to make judgements that are comparable 
with their current mood, even when the subject matter is 
unrelated to the cause of the mood. 
Pyszczynski, Holt, and Greenberg (1987) also examined 
appraisals of future events by depressed and non depressed 
individuals. The authors demonstrated in a series of 
studies that depressed subjects were less optimistic about 
future events than their non depressed counterparts. When 
compared to the non depressed subjects, depressed subjects 
rated positive events as less likely to occur to themselves 
and more likely to occur to others. When the depressed 
individuals were asked to adopt an external focus (opposite 
to their normal internal focus), they reduced their 
depressive tendencies. 
Salouvey and Birnbaum (1989) obtained similar results 
studying groups of acutely ill and healthy subjects. Within 
the ill group, mood manipulations had little effect on the 
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appraisal of health vulnerability. However, among the 
healthy group, probability estimates of future negative 
health events varied as a function of mood. Invulnerability 
was accentuated among elated subjects and reduced among 
depressed subjects. 
Recent research by Cohen, Towbes, and Flocco (1988) has 
demonstrated the effect of mood on appraisals of social 
support. The authors divided their sample into three 
groups: depressed, nondepressed, and elated. They used a 
standard mood induction technique to elicit the appropriate 
mood in each of the three groups. There was a significant 
mood effect on the number of self reported life events, with 
elated subjects reporting the lowest number of these events. 
A similar pattern was observed for the effects of mood on 
the perceived availability of social support. Mood had a 
significant effect on perceived social support. Depressed 
subjects reported social support levels that were 
significantly lower than their non depressed counterparts 
The literature reviewed above shows clearly that an 
individual's mood at the time of response can have 
significant effects on the variables of interest to the 
researcher, and specifically in this case on social support. 
While the current study does not intend to manipulate the 
mood of the respondents, the above research points to the 
importance of evaluating the respondents positive and 
negative mood at the time of response and controlling for 
any attenuation or dissattenuation of the relationships 
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between organizational stressors and the reported strains. 
For the purposes of the current study positive mood is an 
elated state which results in favorable evaluations of 
environmental stimuli. Negative mood is the reverse state 
where a depressed state results in a pessimistic evaluation 
of environmental stimuli. 
The Current Study 
The literature review above has allowed some consistent 
relationships to be identified. First, research has 
indicated that social support generally, (Cohen and Wills, 
1985), and work social support specifically (Payne & Jones, 
1987; and Tombaugh & White, 1989) is beneficial when 
individuals are presented with stressors. Social support 
has also been shown to affect stress outcomes or strains, 
(Ganster, Fusilier, & Mayes, 1986; and Tombaugh & White, 
1989). The evidence for a buffering or moderating effect of 
social support is equivocal at best. Studies reviewed above 
provide evidence both for and against the buffering 
hypothesis. The hypotheses adopted in the current study did 
not predict a buffering hypothesis for two reasons, (a) the 
equivocal nature of the existing research and (b) the 
results of Fisher (1985). Fisher used a sample of newly 
hired workers and found only main effects. The sample in 
the current study is similar in that they are also newly 
hired workers, however they are a much more heterogeneous 
sample. Thoits (1982) has pointed to the lack of, and the 
necessity for longitudinal designs in attempting to examine 
30 
causality among variables of interest. 
The Longitudinal Nature of the Present Study 
A longitudinal design was proposed in the present 
study. The longitudinal design allowed the evaluation of 
the effect of work stressors on psychosomatic outcomes at 
time two (recently employed) while controlling for 
psychosomatic outcomes and NA at time one when the subjects 
were still seniors in college. 
A significant problem with correlational studies is 
that utilizing a cross sectional approach reduces the 
ability of the researcher to develop a clear understanding 
of the relationships between the variables of interest. The 
current study attempted to increase the clarity of the 
relationships between the variables of interest by measuring 
variables at different times in the study. Variables were 
measured at time one, when the subjects were still seniors 
in college and at time two, when the subjects were 12 to 15 
months into a full time job. The variables that were 
measured at time one included negative affectivity and 
reported psychosomatic symptoms. By measuring these 
variables at time one and time two, a more accurate picture 
of the relationship between these variables and 
organizational stressors and strains (measured at time two) 
can be developed by statistically controlling for the 
variables measured at time one. This level of control is not 
available to studies that use cross sectional designs. 
This sample offers a unique opportunity to examine the 
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effect of work stressors as they occur for the first time. 
Comparisons with similar studies (Fisher, 1985) are possible 
with the improvement of cont(olling for NA and mood. With 
the exception of Fisher (1985) none of the studies reviewed 
have examined the effects of stressors on newly hired 
workers. However, it should be noted that Fisher (1985) did 
not control measured variables (strains) prior to the time 
of employment. Based on the review of the personality 
variable NA, a negative affectivity scale was included in 
the research so that the effects of this variable could be 
partialled out of the relationships of interest. Similarly, 
positive and negative mood scales were also included to be 
able to control for the effects of mood (i.e. positive mood 
tends to reduce the influence of perceived stressors while 
negative mood tends to increase the effects of perceived 
stressors). It should be noted that in the literature mood 
was either artif ically induced or naturally present 
{clinical depression). No manipulation of mood is being 
attempted in the current study. 
Three general goals can be identified for this study: 
(a} evaluate the role of work stress in reports of strains 
of newly hired workers at time two while controlling for 
reported strains, and NA at time one (psychosomatic and 
health outcomes only, work related psychological strains did 
not exist at time one), (b) evaluate the role of work 
stressors in work generated social support and (c} examine 
and control for mood and NA, variables that may affect the 
32 
relationships of interest. At time one, subjects were 
surveyed in their senior year of college. The data 
collected at time one were the reported symptoms, actual 
indices of ill health, and NA scores. The data collection 
for the present study occurred within their first year of 
post Baccalaureate employment. At time two, data on work 
stressors, work strains, and reported health outcomes were 
collected. Mood data were collected at time two only. The 
variables employed in this study were chosen because they 
are the major focus of interest in the stress literature. 
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HYPOTHESIS SETS 
Hypothesis Set 1 
The positive effects of work social support on reported 
perceived stressors and strains has been documented (Beehr, 
1985; Blau, 1980; Tombaugh & White, 1989). Additionally, 
this has been demonstrated in longitudinal settings (Gore, 
1978; Fisher, 1985). However, these positive effects have 
not been demonstrated in longitudinal settings controlling 
for such variables (NA and positive and negative mood) that 
may attenuate or disattenuate observed relationships among 
the variables of interest. Hypothesis set one addresses the 
anticipated relationships between social support and 
organizational stressors and strains. Three specific 
hypotheses were proposed for the role of work social 
support. 
1. Work social support was expected to influence 
perceptions of organizational stressors, such as role 
ambiguity, role conflict, organizational conflict, workload, 
and situational constraints. Work social support that is 
perceived by the individual employee, is hypothesized to 
reduce the influence of the reported organizational 
stressors. 
2. Work social support was expected to influence 
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reported psychological strains. These include Job 
Satisfaction, Frustration, and Intention to Quit. 
Perceptions of work social support is expected to ameliorate 
the effects of these strains. 
3. Similar to hypothesis number two, work social 
support was expected to influence reported psychosomatic 
strains. These were operationalized in the current study as 
reported health symptoms. Perceptions of social support 
were expected to ameliorate the effects of these strains. 
Hypothesis Set 2 
NA was proposed by Watson and Clark (1984) as a 
pervasive underlying factor of many personality scales. 
Based on the review of the literature surrounding this 
construct, three hypotheses were proposed. 
1. NA would influence perceptions of job stressors. 
These are role ambiguity, role conflict, workload, and 
situational constraints. NA was expected to influence 
subjects' perceptions of these stressors even when the 
variance of Mood is removed from NA first. The more severe 
the NA, the more severe the reported strains would be. 
2. Similar to hypothesis number two, NA was expected 
to influence subjects', reporting of psychological strains. 
The strains measured in the current study were intention to 
quit, frustration, and job satisfaction. As above, the more 
severe the negative affectivity, the more severe the 
reported strains would be. 
3. NA would influence reported job strains, 
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specifically health outcomes. These were reported health 
outcomes and reported health outcomes that required a 
doctor's visit. The more severe the NA, the more severe the 
reported strains. 
Hypothesis Set 3 
This set of hypotheses addressed the discussion of the 
role of the subject's mood at the time of response. Studies 
by Salouvey and Birnbaum (1989) and Cohen, Towbes, and 
Flocco (1988) have demonstrated that induced mood has 
affected responses on standardized scales and more 
specifically on effectiveness of social support. 
Specifically, Salouvey and Birnbaum (1989) have demonstrated 
that mood depressed individuals have increased perceptions 
of vulnerability compared to mood neutral or mood positive 
individuals. Hypothesis two stems from the work of Cohen et 
al. (1988) who found that mood depressed subjects evaluated 
social support less favourably than mood elevated subjects. 
In the present study four hypotheses related to mood are 
proposed. 
1. Mood was predicted to influence the perceptions of 
organizational stressors, (role ambiguity, role conflict, 
interpersonal conflict, workload, and organizational 
constraints). It was predicted that where a negative mood 
prevailed the relationship between stressors and strains 
would be dissattenuated. 
2. Mood was predicted to influence the perceptions of 
organizational strains (frustration, intention to quit, and 
job satisfaction). It was predicted that where a negative 
mood was prevalent the relationships between stressors and 
strains would be dissattenuated. 
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3. Mood was predicted to influence the perceptions of 
organizational strains that were operationalized as health 
outcomes. It was predicted that the more negative the 
prevalent mood the greater the disattenuation of the 
realtionship between stressors and strains. 
4. Mood has been related to perceptions of social 
support. It was predicted that mood would influence 
perceptions of social support such that more negative mood 
would cause social support to be evaluated less favorably. 
Hypothesis Set 4 
Considering the reported differential outcomes for high 
and low NA groups, it is reasonable to hypothesize an 
interactive effect. These interactive effects are displayed 
in figure 3 below. 
1. The first hypothesis predicted an interaction of NA 
with perceived job stressors on psychological strains. This 
relationship is represented in Figure 3(a). Thus, the 
difference between high and low NA's on reported 
psychological strain were predicted to be greater under 
conditions of high perceived stress than under conditions of 
low perceived stress. 
2. The second interaction hypothesis predicts an 
interaction of NA with perceived job stress on psychosomatic 
health outcomes. This relationship is represented in Figure 
(a) 
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3(b). In this relationship, the differences between high 
and low NA's on measures of reported health outcomes were 
predicted to be greater under conditions of high perceived 
stress than under conditions of perceived low stress. 
Hypothesis Set 5 
A set of interactive hypotheses are also proposed for 
mood. These interactions are diagrammed in Figure 4 below. 
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1. Mood was predicted to interact with perceived job 
stressors on psychological health outcomes. This 
relationship is diagrammed in Figure 4(a). The differences 
between positive mood and negative mood on psychological 
strain outcomes would be greater under conditions of high 
stress than under conditions of low stress. 
2. Mood was also predicted to interact with perceived 
job stressors on psychosomatic health outcomes. This 
relationship is diagrammed in Figure 4(b). Specifically, 
the differences between positive and negative mood on 
psychosomatic outcomes would be greater under conditions of 
high perceived stress than under conditions of low perceived 
stress. 
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METHOD 
Subjects 
The subjects in this study were two different cohorts 
from a larger longitudinal study. Data collected at time 1 
from the two cohorts will be referred to as time one data. 
The same two cohorts were surveyed twelve to fifteen months 
later. This data is the "posttest" or time two data. 
Again, for consistency, this data will be referred to as 
time two data. Both cohorts were composed of graduating 
seniors at time one but differed in the actual time of 
graduation by approximately four months. This is the only 
reason that they are referred to as different cohorts. The 
students come from a variety of colleges on campus, 
including Arts & Sciences, Business, Nursing and 
Engineering. The ratio of male to female students at the 
University of South Florida is 40% male and 60% female 
(U.S.F. Fact Book, 1991). This ratio was approximated 
closely in the total sample of 253 and in the total sample 
of respondents which was 200. This suggests that the sample 
in the current study closely matches the gender ratios of 
U.S.F. graduates in general. 
At time one, the subjects in both cohorts were asked to 
provide a permanent address where follow up questionnaires 
could be sent. Updating this information from school 
records, attempts were made to contact all eligible 
subjects. The two cohorts are comprised of 56 and 197 
subjects respectively. This yields a total sample of 253. 
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However, not all of these subjects are eligible to be 
included in the current study. There were two restrictions 
that would preclude a subject from inclusion in the data 
that was to be analyzed. The first requirement was that the 
subjects had to be working full time. This excluded all of 
the subjects who had gone on to graduate school and were 
working part-time or not at all. The second requirement was 
that each subject had to be working in their current job for 
no longer than twelve months. This had the effect of 
excluding those individuals who had been working while 
completing their undergraduate work and simply continuing on 
in the same job. These requirements were verified in two 
ways. First, during the initial phone interviews each 
subject was asked how long they had been working in their 
current job. Those that were obviously continuing 
pregraduation employment were thanked for their 
participation up to that point and excluded from further 
participation in the study. The second method of verifying 
the tenure requirement was through the questionnaire itself. 
A single item on the questionnaire asked how long the 
respondent had been working in their current job. The 
response was coded in months. If the respondent was working 
in their current job for more than 12 months their responses 
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were excluded from further analysis. These restrictions had 
the effect of reducing the total eligible sample from 253 to 
200. Of the remaining sample of two hundred, 127 were . 
successfully contacted by phone, with 73 subjects not being 
contacted at all. The sample was further reduced by six 
surveys being ''returned to sender". As these were not 
delivered, they were not included in the calculation of 
response rates. 
The response rates are presented separately for those 
subjects that were successfully contacted and for those 
subjects that were not contacted. The rationale for this 
procedure being that non response bias is as a result of the 
subject refusing to respond to the questionnaire after they 
are aware of the contents. As no contact was made with 73 
subjects, it was not possible to update their current 
addresses. Thus, it is possible that the questionnaire did 
not actually get to the subject in question. If this is the 
case, a low response rate from this group may not be 
indicative of a non response bias. From the two cohorts, a 
total of 127 subjects were contacted by phone. Of these, 91 
responded. This is a response rate of 80%. The remaining 
73 subjects were not contacted by phone. Of these subjects, 
36% responded. The six questionnaires that were "returned 
to sender" were not included in the calculation of response 
rates as they could not be interpreted as a non response 
bias. This procedure yielded a sample size of 114. Eleven 
subjects were excluded from the analysis because they had 
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been working in their current position for longer than one 
year. This reduced the sample size for statistical analysis 
to 103. 
Variables of Interest 
All of the scales used in the current study appear in 
the relevant appendix. 
Role conflict and role ambiguity as Organizational 
Stressors. 
Role ambiguity and role conflict are frequently used as 
organizational stressors in the stress literature. However, 
there are questions concerning their conceptual clarity and, 
as such, the usefulness of these variables. Some of these 
issues are discussed briefly below. 
Rizzo, House, and Lirtzman (1970) have developed the 
most popular and widely used scales of these two constructs. 
They define role ambiguity as the predictability of the 
outcomes of one's behavior, and the existence of information 
from the environment that one's behavior is appropriate. 
Role conflict is defined as incompatibility of demands upon 
the individual in the work environment. From an initial 
pool of 30 items these authors conducted a factor analysis 
of responses from 290 subjects. The analysis revealed the 
current six item role ambiguity scale and eight item role 
conflict scale. For the most part the scales have 
demonstrated reasonable internal consistency reliabilities. 
Schuler, Aldag, and Brief (1977) presented reliabilities 
from six different samples. For role ambiguity, the alphas 
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ranged from 0.63 to 0.87 and for role conflict, from 0.56 to 
0.82. Ivancevich (1979) reported high internal reliability 
coefficients of 0.83 and 0.79 respectively. 
While these scales have demonstrated internal 
consistency they have been criticized by King & King (1990) 
in a recent review. These authors argued that the original 
development of the Rizzo et al. scale was developed from 
earlier theoretical work of Kahn, Wolfe, Quinn, Snoek, and 
Rosenthal (1964). However this work, developed from role 
theory was, according to King and King, (1990) poorly 
operationalized by Rizzo et al. Specifically, the Rizzo et 
al, scale does not appear to cover all of the theoretical 
dimensions described by Kahn et al. In general, King and 
King (1990) argued that the Rizzo scale is deficient in two 
specific areas (a) the ability of the items to represent the 
complete domain specified by the theoretical model and (b) 
the lack of clarity in the item statements. 
In their paper, King and King (1990) record the 
apparent appropriateness of these scales in the work 
environment. Additionally, these authors also note the 
consistently high internal reliabilities that different 
researchers have reported. However, they also note that the 
fact that a scale demonstrates adequate internal reliability 
should not imply that no further investigation of the 
development of the scale should be undertaken. In addition 
to scale reliability, scales also need to demonstrate 
adequate convergent and discriminant validity. King and 
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King (1990) note that the Rizzo et al. scales have 
demonstrated some convergent validity but have demonstrated 
poor discriminant validity. While the factor structure of 
Rizzo et al. has been replicated, (Schuler, Aldag, and 
Brief; 1977), the apparent lack of discriminant validity is 
problematic. 
While the evidence on the Rizzo et al. scales continues 
to be weak in certain areas, these scales remain widely used 
in organizational research. Continuing work needs to be 
undertaken to clarify the theoretical model that underlies 
these variables. At this time, based on the current 
evidence, it is probably premature to discount the 
contribution that role ambiguity and role conflict have to 
make to research on organizational stressors. 
In the current study, role ambiguity and role conflict 
were measured with 12 items taken from scales developed by 
Rizzo, House, and Lirtzman (1970). These scales have been a 
major focus of stress research (Beehr, 1985). The subjects 
completed a five point scale ranging from "very false" to 
"very true''. Subjects indicate the extent to which they 
feel the particular item is indicative of the workplace. 
Scores are summed with higher scores reflecting more stress 
on the job. 
Work Social Support. The Work Social Support Scale 
(Procindano & Heller, 1983) contains twelve items, six 
evaluating supervisor support and six evaluating subordinate 
support. The response options for this scale are on a seven 
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point scale ranging from "strongly disagree" to "strongly 
agree". The items were designed to measure the respondents' 
perception that support, information, and feedback are 
provided by the supervisor and their coworkers in the 
workplace, respectively. Higher scores indicate perceived 
support. Tombaugh and White (1989) reported coefficient 
alphas 0.82 for the supervisory subscale and 0.73 for the 
coworker subscale. 
Job Satisfaction. This variable was measured with a 
three item scale from Cammann, Fichman, Jenkins, and Klesh 
(1979). The scale has six response choices ranging from 
"strongly disagree" to "strongly agree". Alpha coefficients 
as high as 0.90 have been reported for this scale by Spector 
et al. (1988). 
Mood Scales. Positive mood was measured using a three 
item bipolar scale developed by Kraiger, Billings, and Isen 
(1989). These authors reported an internal consistency of 
0.84. 
Negative mood was assessed using a five item scale 
developed by Diener and Larson (1984). The subjects 
responded to the items by reporting the extent they felt 
depressed, frustrated, worried, unhappy, or angry on a five 
point scale ranging from "very slightly or not at all" to 
"extremely". The authors reported reliabilities across a 
number of situations ranging from 0.82 to 0.97. 
NA (Trait Anxiety). Spielberger's (1979) trait anxiety 
scale was used to evaluate NA. This is a ten item scale 
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with each item having four response alternatives ranging 
from "almost never" to "almost always". High scores reflect 
a disposition to experience negative emotional states. Chen 
{1989) reported an alpha coefficient of {0.85). 
Interpersonal conflict. This variable was measured 
using a four item scale developed by Spector {1987). The 
items assess conflict in the workplace. There are five 
response choices ranging from "never" to "extremely often". 
High scores reflect a high level of conflict on the job. 
Spector (1987) reported an alpha coefficient of 0.66. 
Workload. This scale was developed by Spector et al. 
{1988). The items relate to the quantity of and the time 
required for completion of given tasks. This is a five item 
scale with five response alternatives ranging from "never" 
to "extremely often". High scores indicate a demanding work 
load. The authors reported a reliability coefficient of 
0.85. 
Situational Constraints. This organizational stressor 
was evaluated with an eleven item scale developed by Spector 
et al. {1988). The items focus on the way in which aspects 
of the work situation impede work progress. Each item 
contains five response alternatives ranging from "less than 
once per month or never" to "several times per day". The 
authors reported a reliability estimate of 0.84. 
Frustration. Frustration as a strain was measured with 
Peters and O'Connor's (1980) three item frustration scale. 
Chen and Spector {1991) reported an alpha coefficient of 
0.87. The items are responded to on a six point scale 
ranging from "strongly disagree" to "strongly agree". 
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Intention to Quit. This variable was measured by a one 
item question asking how often respondents had considered 
quitting their jobs (Spector et al. 1988) The response 
alternatives range from "never" to "extremely often". 
Health Symptoms. The health symptoms questionnaire was 
developed by Spector et al. (1988) The health symptoms were 
evaluated with an 18 item questionnaire. The three response 
alternatives are "No, I didn't,", "Yes, I did but I did not 
see a doctor," or "Yes, I did and I saw a doctor". The 
questionnaire asked respondents if, in the last thirty days 
they had experienced any of the 18 symptoms. Examples of 
items include reports of "skin rashes", "trouble sleeping" 
or "heart pounding while not exercising". 
Procedure 
The subjects in the current study were part of a larger 
longitudinal study examining the effects of stressful job 
conditions on health outcomes. The data collected at time 
one were collected between October 1989 and April 1990. A 
variety of data were collected at time one which included 
variables targeting stressors, strains, personality, and 
biographical data. Not all of these data were used in the 
present study. Rather, variables were selected for the 
current study on the basis of their utility as control 
variables in a longitudinal design. The actual variables 
from time one that were used in the current study were 
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negative affectivity and reported health outcomes. 
In the current study, data from time two were also 
collected. These data were collected from January 1991 to 
May 1991. The data that were collected at time two were 
from recently employed, (1 - 12 months), workers who were 
working full time. These data included variables relating 
to coworker and supervisor social support, negative 
affectivity, organizational stressors (role ambiguity, role 
conflict, workload, situational constraints, and 
organizational conflict), organizational strains, (job 
satisfaction, intention to quit, and frustration) and 
reported health outcomes. 
As indicated above there were 253 eligible subjects for 
the current study. Attempts were made to contact all 253 by 
phone. Fifty three potential subjects were ineligible as 
they were not working full time or were in some form of 
continuing education. Thus a viable population of 200 
subjects remained. At time one, the subjects had provided, 
in most cases, a permanent address or phone number. This 
data list was updated with university records which had more 
up to date information on alumni addresses. If a "good" 
number or address was still not available, the directory 
inquiries service of the phone company was employed to try 
and locate the subject in question. This method allowed 127 
subjects to be contacted. Seventy three subjects were not 
contacted. When a subject was contacted they were reminded 
of their prior participation in the Principal Investigator's 
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research and asked if they would agree to participate 
further. It was further established that they were eligible 
by assessing if the subj~ct was working full time. The 
subject was then advised that a brief questionnaire would be 
sent out to them asking than about their current jobs. The 
rationale for this effort in contacting the respondents in 
person was that this procedure would increase the response 
rate and, as such, reduce the possibility of non response 
bias. The response rate for those subjects that were 
contacted was 80%, with the rate for those that were not 
contacted being 38%. However, it must be noted that not 
having contacted seventy three subjects the reliability of 
the last known addresses could not be assessed and as a 
result the questionnaire may not have reached its intended 
destination. 
Once a questionnaire had been mailed out, the subjects 
were given two weeks in which to respond. Each letter 
contained a cover letter, a questionnaire, and a pre-
metered, pre-addressed, return envelope. The subject had 
only to complete the questionnaire and mail it at no cost to 
themselves. After the two weeks of the first administration 
had passed, a second round of surveys was sent out to all of 
those subjects who had not yet responded. This mailing also 
contained a letter of apology in the event that the subject 
had already responded. The total time estimated to complete 
a questionnaire was 15 minutes. 
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RESULTS 
The results of this study are presented in six parts. 
First, descriptive statistics of all of the study variables 
are presented in Table 1. These describe sample sizes, 
means, standard deviations, possible ranges, actual ranges, 
and reliability estimates. The reliability estimates 
presented are coefficient alphas. Zero order correlations 
are also presented in this section. These correlations are 
based on a sample size of 103 to 251. This large range is 
due to the fact that the initial sample of subjects in this 
study were readily accessible seniors in college. There 
were 251 subjects in this first group. The figure of 103 
represents those subjects that were successfully tracked 
down and who were eligible and willing to participate in the 
current follow up project. This sample of 103 comprised of 
subjects who were contacted by phone and those who were not 
contacted. In order to check similarity between the two 
groups, T-tests were carried out on all of the study 
variables. No significant differences were found between 
these two groups on any of the study variables. All of the 
variables measured at time two were based on a sample size 
of 103. The variables measured at time one were based on a 
sample size of 251. Correlations greater than 0.19 are 
TABLE 1. Descriptive statistics for study variables 
OBSERIJED 
VARIABLES N SO RANGE 
ROLELAMBG 103 2.29 0.76 1 - 5 
ROLELCONF 103 2.48 0.83 1 - 5 
SiTCONS 
ORGCONF 
WK LOAD 
103 1.97 0.73 1 - 5 
103 1.71 0.63 1 - 5 
103 3.53 0.82 1 - 5 
INTENTQUIT 103 2.52 1.63 1 - 6 
JOB SAT 
FR UST 
SYM2 
S'fMl 
SYMDOC2 
SYMDOCl 
COWSLIP 
SUP SLIP 
NA2 
NAl 
POSMOOO 
NEG~~ooo 
103 4.33 1.47 1 - 6 
103 3.87 1.33 1 - 6 
103 6.26 3.35 0 - 15 
251 5.34 3.25 0 - 16 
103 0.36 1.04 0 - 6 
251 0.33 0.91 0 - 6 
103 4.85 1.04 1 - 7 
103 4.68 1.32 1 - 7 
103 1.88 0.60 1 - 4 
251 1.85 0.55 1 - 4 
103 4.98 1.33 1 - 7 
103 2.00 0.94 1 - 5 
POSSIBLE 
RANGE 
1 - 5 
1 - 5 
1 - 5 
1 - 5 
1 - 5 
1 - 6 
1 - 6 
1 - 6 
0 - 18 
0 - 2') 
0 - 18 
o· - 20 
1 - 7 
1 - 7 
1 - 4 
1 - 4 
1 - 7 
1 - 5 
COEFFICIENT 
ALPHA 
0.80 
0.81 
0.86 
0.73 
0.84 
N/A 
0.92 
0.79 
0.70 
0.73 
0.70 
0.73 
0.76 
0.84 
0.91 
0.88 
0.92 
0.90 
52 
NOTE: COWSLIP = coworker soci a 1 support, SLIP SLIP = supervisory soci a 1 
support, NA2 = negative affectivity at time two, NAl = negative 
Affectivity at time one, POSMOOO = Positive Mead, NEGMOOO = Negative 
mood, ROLE.~BG = role ambiguity, ROLECONF = role conflict, SITCONS = 
situational constraints, ORGCONF = organizational conflict, WKLOAO = 
workload, INTENTQUIT = intention to quit, JOBSAT = job satisfaction, 
FRUST = Frustration, SYMl = health symptoms at time one, SYMDOCl = 
health symptoms at time one requiring a doctors visit. SYM2 = health 
symptoms at time two, SYMDOC2 = health symptoms at time two requiring a 
doctors visit. 
significant at p = 0.05, two tailed. The remaining five 
sections present results for the five hypothesis sets. 
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Table 1 shows the descriptive statistics for the 
variables in the current study. The alpha reliability 
coefficients range from 0.70 to 0.92. These are typical of 
these types of instruments. 
The means for NAl (negative affectivity at time one) 
and NA2 (negative affectivity at time two) suggest that this 
sample displays uniformly low NA scores. 
Table 2 contains zero order correlations for all the 
study variables. Correlations in excess of 0.19 were 
significant at p = 0.05, two tailed. Both of the social 
support sub-scales, coworker social support (COWSUP) and 
supervisory social support (SUPSUP), show the predicted 
pattern of results for the majority of organizational 
stressors and strains. Coworker social support did not 
correlate in the direction predicted with the stressor, 
workload (WKLOAD), or with the strain, frustration (PRUST). 
Supervisor social support did not correlate in the direction 
predicted with the stressors organizational conflict 
(ORGCON), or workload (WKLOAD). Both forms of social 
support show the predicted patterns of relationships with 
both measures of negative affectivity (at time one, NAl and 
time 2, NA2) and both mood measures. Two groups of 
variables in this table show test retest correlations. The 
first group is health symptoms at time one (SYMl) and health 
symptoms at time two (SYM2). The test retest correlation 
1 ROLEAMBG 
2 ROLECONF 
3 WORKLOAD 
4 SITCONS 
5 ORGCONF 
6 INTQUIT 
7 PRUST 
8 JOBSAT 
9 SYM2 
10 SYMl 
11 SYMDOC2 
12 SYMDOCl 
13 SUPSUPPORT 
14 COWSUPPORT 
15 NA2 
16 NAl 
17 POSMOOD 
18 NEGMOOD 
1 2 3 4 5 6 7 8 9 10 11. 12 1.3 14 15 16 17 
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01 28 
48 65 42 
37 45 23 57 
41 29 02 23 24 
30 46 62 50 41 31 
-40-36 00-22-22-74-25 
11 14 12 17 20 31 18-21 
03 07 06 18 08 05 07 -05 44 
02 02-02 03 07 -15 00 14 -25 01 
-05 00 15 06 17-15 12 08 00-03 36 
-30-25-02-19-03-33-23 31 00 01 03 13 
-28 -25-12 -33 -41 -24 -08 26 -13 -0'1 -ntl - Of! 10 
3 0 2 6 1 5 3 8 4 2 3 6 3 2 - il 2 3 3 2 ~ 0 5 0 2 - 1 '/ - 2 () 
17 20 06 38 41 13 15-20 19 31 12 11-09 -20 73 
-39 -28 04 -20-31 -58-18 57-21 -02 10 06 23 28-54 -22 
30 19 20 24 21 48 29 -48 38 13 00 -05-19 -20 73 37-70 
Note. Correlations are based on sample sizes of 103 - 251. Correlations greater than 
0.19 are significant at 0.05 two tailed. Decimals are omitted in the tab.le. ROLEAMG 
role ambiguity; ROLECON = role conflict; WKLOAD = workload; SITCONS = situational 
constraints; ORGCONF = organizational conflict; TN'l'EN'I'QUI'l' = .intention to quit; 
FRUST = frustration; JOBSAT = job satisfaction; SYM2 = health sy1nptoms at time 2; 
SYMl = health symptoms at time l; SYMDOC2 = healLh symptoms at time 2 requiring a 
doctors visit; SYMDOCl =health symptoms at time l requiring a doctors visit. NA2 = 
negative affectivity at time 2; NAl = negative af Eectivity at time l; POSMOOD = 
positive mood; NEGMOOD = negative mood. 
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for these var i ables was 0.44. The test retest correlation 
for health symptoms that resulted in a visit to a doctor 
(SYMDOCl & SYMDOC2) was 0.36. The second group is negative 
affectivity at time one (NAl) and negative affectivity at 
time two (NA2). The test retest correlation for these 
variables was 0.73. Both of the mood variables correlate in 
the direction predicted with the organizational stressors 
and strains and with the negative affectivity scales. 
Results of Hypothesis Set One 
The literature review noted that organizational stressors 
have been associated with psychological and psychosomatic 
strains and reported health outcomes. The relationship 
between stressors and strain outcomes appears to be 
consistently weakened in the presence of supervisor or 
coworker social support. 
Hypothesis set one makes specific predictions relating 
to stressors, strains and health outcomes. The first 
hypothesis in hypothesis set one addresses the relationship 
between coworker and supervisor social support and the 
perception of organizational stressors by organizational 
members. Specifically, this hypothesis predicts, that in 
the presence of high levels of social support the perception 
of organizational stressors will be weakened. Based on the 
findings of Fisher (1985), this effect is predicted to be a 
main effect rather than an interaction or buffering effect. 
The buffering effect predicts that social support is only a 
significant factor when perceived stressor levels are high 
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TABLE 3. Regression weights, ze~o orde7, and parti~l 
correlations for Cowar~er Social Support in 
predicting stressors, strains and time two health 
symptoms controlling for NAl, mood, and time one 
symptoms 
Variable 
ROLEAMB 
ROLE CON 
WK LOAD 
SIT CONS 
ORGCONF 
INTQUIT 
FKUST 
JOBSAT 
SYM2 
SYMDOC2 
beta 
-0.183 
-0.157 
0.062 
-0.252 
-0.299 
-0.094 
-0.023 
0.101 
-0.062 
-0.023 
Partial r Zero order r 
-0.16 -0.28 
-0.17 -0.25 
0.07 -0.12 
-0.26 -0.33 
-0.30 -0.41 
-0.10 -0.24 
-0.02 -0.08 
0.10 0.26 
-0.05 -0.13 
-0.02 -0.04 
Significance level 
0.06 
0.11 
0.50 
0.00 
0.00 
0.21 
0.85 
0.21 
0.50 
0.80 
NOTE: The sample size for this prccedure was 103. ROLEAMBG =role 
ambiguity, ROLECONF = role conflict, SITCONS = situational constraints, 
ORGCONF = organ i zat i ona 1 conflict, WKLOAO = workload, INTENTQU IT = 
intention to quit, JOBSAT = job satisfaction, FRUST = Frustration, SYM2 
= health symptoms at time t'.<to, SYMDOC2 = health symptoms at time two 
requiring a doctors visit. 
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and is not a factor with low stressor levels. 
To test this hypothesis, multiple regression was employed. 
This allowed for the control of several variables that the 
literature suggested may influence that clarity of the 
relationship between social support and organizational 
stressors. Three control variables were employed, negative 
affectivity at time one (NAl) and both mood scales, positive 
and negative mood. While two negative affectivity measures 
were available, time one and time two, time one was chosen 
as this measure was unlikely to be influenced by work events 
as it was measured before the employment had begun. Another 
element of control was available as time one symptoms were 
available. Thus the control of NA, both mood scales and time 
one reported health symptoms and doctor's visits was 
possible. In the analysis, a compound term was created with 
all of the control variables. This was then entered into 
the regression equation first. For all of the stressors, 
and psychological strains, the control variables included 
NAl and both mood scales. When the health symptoms at time 
two were used as the dependent variables, health symptoms at 
time one were added to the block of control variables. 
Either supervisor or coworker social support was then 
entered into the equation to determine if it was a 
significant predictor of the dependent variable in question 
(one of the three strains employed in the current study.) 
The results of the regression analysis for coworker social 
support is presented in Table 3. The results of the 
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TABLE 4. Regression weights, zero order,.and partial. 
correlations for supervisor social s~pport in . 
Variable 
ROLEAMB 
ROLE CON 
WK LOAD 
SITCONS 
ORGCONF 
INTQU IT 
F~UST 
JOBSAT 
SYM2 
SYMDOC2 
predicting stressors, strains, and time two healtn 
symptoms controlling for NAl, mood, and time one 
symptoms 
beta Partial r Zero order r Significance level 
-0.223 -0.24 -0.30 0.01 
-0.197 -0.20 -0.25 0.04 
0.032 0.04 -0.02 0. 72 
-0.136 -0.13 -0.19 0.17 
-0.095 -0.10 -0.03 0.31 
-0.204 -0.25 -0.33 0 .01 
-0 .193 -0.19 -0.23 0.05 
0.171 0.20 0.31 0.04 
0.032 0.03 0.00 0.75 
-0.033 -0.03 0.03 0.76 
NOTE: The sample size for this analysis was 103. ROLE.~"1BG =role 
ambiguity, ROLECONF = role conflict, SITCONS = situational constraints, 
ORGCONF = organizational conflict, WKLOAD = workload, INTENTQUIT = 
intention to quit, JOBSAT = job satisfaction, FRUST = Frustration, SYM2 
= health symptoms at time t'.11·0, SYMOOC2 = health symptoms at time two 
requiring a doctors visit. 
regression analysis for supervisory social support are 
presented in Table 4. 
59 
Referring to Table 1 briefly, coworker social support 
was significantly negatively correlated with four of the 
five stressors. The one exception was the stressor 
"workload". In Table 3, the regression results for coworker 
social support show this variable as a predictor, 
controlling for mood and negative affectivity. Table 3 also 
includes the partial correlation of social support with the 
dependent variable controlling for negative affectivity and 
mood. Coworker social support is a significant predictor 
for only two (situational constraints and organizational 
conflict) of the five stressors although it does approach 
significance for a third stressor. 
Table 4 shows the same data for supervisor social 
support. The same regression procedure was followed with 
the difference that the last variable entered into the 
equation was supervisor social support. Examining the zero 
order correlations from Table 2, supervisor social support 
is correlated with three of the five stressors. Supervisor 
social support significantly predicted only two of the five 
stressors when negative affectivity and mood are controlled 
for. These were role ambiguity and role conflict. This 
pattern of results lends only limited support for the 
predictions of part one of hypothesis set one. The 
implications of these results will be considered in the 
discussion relating to hypothesis set one. 
TABLE 5. First order partial correlations partialling out 
NAl 
l 2 3 4 5 6 7 8 9 10 11 12 13 14 15 
ROLEAMB 
ROLE CON 57 
WKLOAO 00 27 
SITCONS 46 64 44 
INT CO NF 33 41 22 48 
INTQUIT 40 28 -02 19 21 
FRUST 33 45 61 48 39 30 
JOBSAT -38 -32 00 -16 15 -74 -23 
SYM2 07 11 11 10 13 30 16 -18 
SY Ml -05 01 04 07 05 01 -02 00 41 
SYMDOC2 00 -05 02 07 02 -17 -02 17 -29 -02 
SYMOOCl -08 -03 14 02 14 -17 11 10 -01 -11 . 35 
SUP SUP -28 -24 02 -17 01 -32 -22 29 01 04 05 -05 
COWSLIP -24 -21 15 -28 -36 -22 -05 22 -09 03 -01 15 29 
NA2 26 18 -15 16 21 -39 -31 -41 28 04 -05 -09 -14 -07 
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POSMOOO -36 -25 05 -13 -25 -57 -13 55 -17 04 14 -05 21 23 -56 
NEGMOOD 26 -12 19 11 -07 47 26 -44 34 -01 09 -10 -15 -13 68 -67 
NOTE: Correlations are based on sample sizes of 103 - 251. Correlations 
greater than 0.19 are significant at 0.05 two tailed. COWSLIP = coworker 
social support, SUPSUP = supervisory social support, NA2 = negative 
affectivity at time t'N'O, POSMOOO = Positive Mood, NEGMOOO = Negative 
mood, ROLEAMBG = ro 1 e ambiguity, ROLECONF = ro 1 e conflict, S ITCONS = 
situational constraints, ORGCONF = organizational conflict, WKLOAD = 
workload, INTENTQUIT = intention to quit, JOBSAT = job satisfaction, 
FRUST = Frustration, SYMl = health symptoms at time one, SYMDOCl = 
health symptoms at time one requiring a doctors visit. SYM2 =health 
symptoms at time t'.'l'O, SYMOOC2 = health symptoms at time two requiring a 
doctors visit. 
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The second part of hypothesis set one predicted that 
both coworker and supervisor social support would ameliorate 
the effects of psychological strains. The procedure for 
testing this hypothesis was the same as described above 
except that in this case the dependent variables in the 
regression were the three strains measured in the current 
study. These were frustration, job satisfaction and 
intention to quit. Coworker social support was 
significantly correlated with two of the three strains as 
zero order correlatioris. The partial correlations are 
provided for comparison in Table 3. In this table, positive 
and negative mood and negative affectivity are controlled 
for. When this occurs coworker social support fails to 
significantly predict any of the strains in the current 
study. 
The role of supervisor social support in predicting the 
same strains is presented in Table 4. As before, the same 
procedures were applied, with the same control variables. 
The zero order correlations show that supervisor social 
support was significantly correlated with all three of the 
strains. The pattern of results shown by table 4 is quite 
different from those of coworker social support in Table 3. 
Controlling for negative affectivity and mood has much less 
influence on the relationship between supervisor social 
support and strains than on the same relationship between 
coworker social support and strains. Supervisor social 
support remains a significant predictor of all three of the 
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TABLE 6. Second order partial correlations partialling cut 
positive and negative mood 
1 2 3 4 5 6 7 8 9 10 11 12 13 14 15 16 
ROLEAMB 
ROLECON 54 
WKLOAD -02 32 
SITCONS 46 64 42 
ORGCONF 29 40 26 55 
INTQUIT 25 17 01 12 08 
FRUST 30 45 61 46 39 23 
JOBSAT -24 -24 06 -11 -05 -61 -14 
SYM2 02 10 00 09 15 21 08 -08 
SYMl -02 07 03 16 07 03 03 -03 43 
SYMDOC2 06 01 00 12 10 -12 00 11 00 -28 
SYMDOCl -02 02 16 08 20 -14 14 06 -06 02 36 
NA2 12 17 02 30 39 00 17 -10 08 24 09 08 
NAl 08 16 -03 33 38 -04 04 -05 05 -03 13 14 73 
SUPSUP -23 20 -03 -15 05 24 -19 21 02 06 00 12 -04 -04 
COWSLIP -20 -18 12 -29 -36 -10 -03 12 -08 -03 -07 -10 -17- -16 26 
NOTE: Correlations are based on sample sizes of 103 - 251. Correlations 
greater than 0.19 are significant at 0.05 two tailed. COWSLIP = coworker 
social support, SUPSUP = supervisory social support, NA2 = negative 
affectivity at time two, NAl = negative affectivity at time one, 
ROLEAMBG = role ambiguity, ROLECONF = role conflict, SITCONS = 
situational constraints, ORGCONF = organizational conflict, WKLOAD = 
workload, INTENTQUIT = intention ta quit, JOBSAT = job satisfaction, 
FRUST = Frustration, SYMl = health symptoms at time one, SYMDOCl = 
health symptoms at time one requiring a doctors visit. SYM2 = health 
symptoms at time two, SYMOOC2 = health symptoms at time t ·,yo requiring a 
doctors visit. 
63 
psychological strains even when the control variables are 
accounted for in the equation. These results provide 
limited support for the predictions relating to the role of 
social support and organizational strains. 
The third part of hypothesis set one addresses the 
relationship between supervisory and coworker social support 
and two measures of health outcomes. The first measure of 
health outcomes are symptoms that the subject reported 
having which did not result in a visit to a doctor. The 
second index of health symptoms are reported symptoms that 
resulted in visits to the doctor. Both of these measures 
were taken at time one and time two. In this case it was 
possible to control for the symptoms at time one when 
evaluating the effects of the work environment on health 
symptoms in general. The method of control was the same as 
utilized for the mood measures and negative affectivity 
above. A compound variable was created representing all of 
the control (NAl, both mood scales, and for this analysis 
time one symptoms) variables. Here, one additional control 
variable was available. This was the reported health 
symptoms at time one (SYMl). The block of control variables 
was then entered into the regression equation first. Next 
the appropriate social support scale was entered. The data 
for coworker social support as a predictor of reported 
health symptoms and reported health symptoms that required a 
doctor's visit is presented in Table 3. Corresponding data 
for supervisory social support is presented in Table 4. For 
T.!lJ3LZ 7. Third order partial correlations partialling out 
positive and negative mood and NAl 
1 2 3 4 5 6 7 8 9 10 11 12 13 14 15 16 
ROLEAMB 
ROLECON 53 
WKLOAD 04 34 
SITCONS 43 63 45 
ORGCONF 24 39 27 47 
INTQUIT 26 18 02 14 08 
FRUST 30 44 sa 46 38 25 
JOBSAT -24 -22 00 -10 -03 -61 -18 
S'fM2 02 10 01 06 10 22 07 -04 
SYMl -03 00 01 05 -07 03 00 03 46 
SYMOOCZ 04 00 00 08 06 -12 00 12 -28 -03 
SYMDOCl -04 00 16 03 16 -13 14 06 -11 01 34 
NA2 10 06 03 08 16 05 22 -15 04 00 00 -02 
SUPSUP -23 -20 -03 -13 10 -24 -19 20 03 06 01 13 -02 
COWSUP -20 -17 06 -25 -30 -10 -01 12 -01 08 -04 -07 06 24 
NO tE: Correlations are based on samp le sizes of 103 - 251. Correlations 
greater than 0.19 are significant at 0.05 t~o tailed. COWSLIP = coworker 
social support, SUPSUP = supervisory social support, NA2 = negative 
affectivity at time two, NAl = negative affectivity at time one, 
ROLEAMBG = role ambiguity, ROLECONF = role conflict, SITCONS = 
situational constraints, ORGCONF = organizational conflict, WKLOAO = 
workload, INTENTQUIT = intention to quit, JOBSAT = job satisfaction, 
FRUST = Frustration, SYMl = health symptoms at time one, SYMDOCl = 
health symptoms at time one requiring a doctors visit. SYM2 = health 
symptoms at time two, SYMDOC2 =health symptoms at time two requiring a 
doctors visit. 
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both of the social support measures, the results with these 
dependent variables were the same. Neither form of social 
support was a significant predictor of reported health 
symptoms or of reported health symptoms that required a 
doctor's visit. 
Comparing these results to the existing data in the 
social support literature, the results of this hypothesis 
set are consistent with existing research. In similar 
research to the current study, Fisher (1985) found main 
effects of coworker and supervisor social support. 
Specifically, both forms of support were positively related 
to job satisfaction and commitment, and negatively related 
to turnover and intention to quit. Similarly, Tombaugh and 
White (1989) reported negative relationships between 
supervisor and coworker social support and role ambiguity 
and role conflict. The magnitude of the relationships 
reported in the current study are similar to those in 
existing research. 
Results of HyPOthesis Set Two 
This hypothesis set had three specific hypotheses 
relating negative affectivity to organizational stressors, 
strains, and health outcomes. Part one of the hypothesis 
set predicted that negative affectivity (NAl) would 
influence the perceptions of organizational stressors. 
The direction of the effect was also specified such 
that subjects reporting high levels of NAl would report 
higher levels of organizational stressors - than subjects 
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reporting lower levels of NAl. Part two of hypothesis set 
two addressed the relationship between NAl and psychological 
strains. This hypothesis predicted that subjects with 
higher levels of NAl would report higher levels of 
psychological strains than subjects with lower levels of 
NAl. The final part of hypothesis set two addressed the 
relationship between NAl and reported health outcomes. 
Reported health outcomes were operationalized as (a) 
reported symptoms and (b) reported symptoms that required a 
doctor's visit. As in the above hypotheses, high NAl 
subjects were hypothesized to report higher levels of both 
types of health symptoms. Examining the zero order 
correlations in Table 2, NAl is significantly correlated 
with 10 of 16 variables. There are 65 correlations among 
the stressors and strains in the current study that could 
have been affected by partialling out NAl. 
The pattern of correlations, in terms of the direction 
and magnitude, in Table 2 is consistent with existing 
research in the job stress literature (Chen & Spector, In 
press; Jex 1988; Spector, Dwyer & Jex 1988). 
Intercorrelations among stressors, with the exception of 
workload, are approximately, 0.30 to 0.60. Among the 
strains, the intercorrelations range from approximately 0.30 
to 0.70, and among the health outcomes, the 
intercorrelations range from approximately 0.00 to 0.45. 
The first order partial correlations controlling for 
negative affectivity at time one (NAl) are presented in 
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Table 5. These data do not show reductions in the 
relationships between the stressors and strains that reduces 
them to or near zero as was suggested by Watson et al. 
These data can be compared directly to the zero order 
correlations in Table 2. 
Prior work by Chen and Spector (1991) had noted that 
the partialling of negative affectivity had a much more 
noticable effect on health symptoms than on organizational 
stressors and strains. The data in Table 5 indicate that 
partialling negative affectivity out of the relationship 
between stressors, strains and health outcomes tends to have 
a greater influence on the health outcomes than on the 
stressors and strains. The three parts of this hypothesis 
set predicted that negative affectivity would underlie the 
relationships between stressors, strains, and health 
outcomes .. And from the work of Watson et al. that the 
relationships among these variables would reduce to or near 
zero when negative affectivity was controlled for. Based on 
the data in Table 5 the predictions of this hypothesis set 
cannot be supported by the current data. 
Evidence from the field of mood research suggests that 
extremes of mood may influence an individual's perception of 
their environment. The possibility that these changes may 
alter the relationship between negative affectivity and the 
organizational stressors and strains exists in the current 
study. However, as the predictions of hypothesis set two 
were not supported without controlling for transient mood, 
this procedure was not carried out in the data analysis. 
Results of Hypothesis Set Three 
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The predictions of hypothesis set three address the 
role of positive and negative mood in the current study. 
These mood scales were included as control variables. 
Controlling for these variables statistically should allow a 
clearer interpretation of the relationships between the 
variables of interest in the study. The control of these 
variables was achieved by the same partialling technique 
described above. This hypothesis set had four specific 
predictions. First, both mood scales would be significantly 
correlated with organizational stressors - positive mood 
would be negatively correlated with these stressors and 
negative mood would be positively correlated with these 
stressors. Second, both of the mood scales would be 
correlated, in the direction predicted, with organizational 
strains. Third, both forms of the mood scale would be 
correlated with reported health outcomes, and finally both 
mood scales would be correlated with both coworker and 
supervisor social support. If mood is significantly 
correlated with many of the variables of interest in the 
current study, then it may be considered a nuisance variable 
as it will obscure the extent of the relationships between 
variables of interest. The first step in evaluating this 
hypothesis was to examine the zero order correlations 
presented in Table 2. In this table, positive mood is 
correlated significantly with 11 out of 15 study variables. 
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Similarly, negative mood is correlated with 14 out of 15 
study variables. Both mood scales are correlated in the 
direction predicted in hypothesis set three. On the basis 
of these correlations, both mood scales were controlled for 
in the analysis of hypothesis set one investigating the role 
of social support with organizational stressors and strains. 
In those hypothesis sets that made predictions that were 
evaluated using correlational analysis the appropriate 
method of control was partial correlations. In those 
hypothesis sets that utilized multiple regression to 
evaluate the data, the mood scales were formed into a block 
of variables that was then entered into the regression 
equation as the first step, thereby controlling for the 
variance of these variables. The effects of partialling out 
both mood scales are shown in Table 6 as second order 
partial correlations. The effects of partialling out mood 
were not uniform on all of the variables in the study. In 
general, partialling mood did not change the strength of 
association among organizational stressors. These were role 
ambiguity, role conflict, work load, situational constraints 
and organizational conflict. The reductions in the ·size of 
the correlations, when compared to the zero order 
correlations was typically less than .10. This partialling 
procedure had a more significant effect on psychological 
stress outcomes with the exception of frustration. Both the 
strains job satisfaction and intention to quit displayed 
attenuated correlations in the order of +.10 or more. 
70 
Examining the result of the partialling on physiological 
outcomes, the results indicated that this partialling had a 
significant effect on these correlations. The results with 
regard to both forms of social support are consistent with 
the results from the regression analysis carried out 
earlier. Both forms of mood seemed to play a greater role in 
coworker rather than supervisory social support. Reductions 
in the correlations associated with negative affectivity 
were also noted. With NA2, the reduction was as much as .18. 
The possibility may exist that NA may not be the pure trait 
measure as was suggested by Watson and his colleagues. 
Results of Hypothesis Set Four 
This hypothesis set addressed the potential moderator 
effect of the NA variable, specifically differential 
response sets for high versus low NA subjects. The 
hypothesis set made two different sets of predictions. The 
first related to organizational stressors. The difference 
between high and low NA subjects on reported strains was 
predicted to be greater under conditions of high stress than 
under conditions of low stress. The second hypothesis 
predicted that the difference between high NA and low NA 
subjects on reported health outcomes was greater under 
conditions of high stress than under conditions of low 
stress. 
The appropriate method of analysis for these 
interactive hypotheses was moderated regression (Cohen and 
Cohen 1983). There were two steps to the regression 
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analysis. First a product variable was created of the two 
independent variables that were predicted to interact. The 
independent variables were then entered into the moderated 
regression equation first. In the next step the product 
variable, representing the interaction, was entered. Using 
this method the unique contribution of the interaction term 
above and beyond the independent variables could be assessed 
by looking for a significant increment in the overall R 
squared. 
The dependent variables represented in the regression 
analysis were job satisfaction, frustration, intention to 
quit, reported health symptoms not requiring a doctor's 
visit, and health symptoms requiring a doctor's visit. Each 
of these dependent variables generated five moderated 
regression analyses, i.e. one for each of the five 
stressors in the study. NA was paired with each stressor 
separately to evaluate its moderator effect, if any, on each 
dependent variable. This resulted in twenty five moderated 
regression analyses being performed. None of the regression 
analyses yielded significant interaction effects. As a 
result of these findings, none of the predictions on 
hypothesis set four can be supported. 
Results of Hypothesis Set Five 
Hypothesis set five addressed the possibility of 
moderator effects of positive and negative mood. The 
predictions from this hypothesis set address this 
possibility for two types of dependent variables (a) 
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psychological strains and (b) psychosomatic outcomes~ The 
method employed for evaluating this hypothesis set was the 
same as employed previously to evaluate hypothesis set four, 
addressing the same issue with negative affectivity. Twenty 
five moderated regression analyses were performed for each 
of the mood scales, positive and negative mood. Of these, 
only two were found to be significant. Given the large 
number of analyses performed, these significant results were 
attributed to Type I error. As with hypothesis set four, on 
the basis of these results, none of the predictions from 
hypothesis set five can be supported from the current data. 
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DISCUSSION 
This study was conducted to further examine the role of 
social support in the work environment and its relationship 
to organizational stressors in a longitudinal setting while 
controlling for potential "nuisance" variables such as 
negative affectivity and transient mood. Consistent with 
the job stress literature, significant correlations were 
found between job stressors and strains. Similarly, social 
support was significantly negatively correlated with job 
stressors and strains. Negative affectivity and both of the 
mood scales, positive and negative, were also correlated 
with organizational stressors and strains. 
HyPOthesis Set One 
This study began with a review of the current 
literature discussing social support in organizational 
settings and the relationship of social support to 
organizational stressors and strains. This is appropriate 
based on several pieces of evidence. First, Quick, Horn, 
and Quick (1987) have reported an association between job 
stress and subsequent maladaptive outcomes, including 
illness. Second, Ivancevich and Matteson (1980) have 
estimated the cost to the U.S. economy at $90 billion 
dollars. This estimate is now eleven years old, but at that 
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time approached 10% of the U.S. GNP. Third, there is 
significant evidence that social support reduces the effects 
of organizational st~essors and consequently their outcomes, 
strains (Beehr, King, & King, 1990; Billings & Moos, 1982; 
Blau, 1980; Browner, Kelly, Ford, Silsby, Tarnbya & Yee, 
1987; Chisholm, Kasl & Mueller, 1983; Dorr & Vance, 1989; 
Etzion, 1984; Fisher, 1985; Jayarantne & Chess, 1984; 
Jayarantne, Himle & Chess, 1989; Kaufman & Beehr, 1989; 
Newton & Keenan, 1985; Pearlin, Menaghan, Liberman & Mullan, 
1981; Seers, McGee, Serey, & Graen 1983; and Tombaugh & 
White, 1989). 
The current study attempted to further understand the 
role of social support in its relationship to organizational 
stressors with two specific advantages. The first was to 
control for certain variables that were likely to obscure 
the true nature of the relationship of interest, that is -
between social support and organizational stressors and 
strains. The second advantage was that several of the 
measures used in this study were collected in a longitudinal 
setting. This allows for the control of different variables 
from different points in time, giving a clearer picture of 
the relationship between the variables of interest. 
Within the social support literature, a major debate 
stems around the issue of moderator or buffering effects. 
More specifically, does social support operate as a 
moderator, having little or no influence under conditions of 
low stress but under conditions of high stress, operating to 
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reduce the influence of the stressors, or does social 
support operate as a main effect, reducing the effect of 
stressors irrespective of the intensity of the stressors. 
The evidence to date is equivocal. A further issue that 
complicates the literature is that of reverse buffering, 
where social support behaves in the direction opposite to 
that which is predicted. In the current study, social 
support was predicted to demonstrate a main rather than 
moderator effect on job stressors. The rationale for this 
decision was based primarily on the work of Fisher (1985). 
Fisher used a sample that is similar to that which was used 
in the current study, i.e., newly employed workers. Fisher 
tested for moderator effects but found none. In her 
discussion, she suggested that newly hired workers are in a 
situation where they know little about the job. As such, 
they look for constant feedback on how they are progressing. 
For these workers, virtually all of their environment is 
stressful. Experienced workers, by contrast, can deal with 
most events in their workday and may only require social 
support for highly stressful events. 
As indicated above, the current study had two 
advantages which extend it beyond current research. Three 
variables used in the current study were measured at two 
periods in time separated by approximately 12 to 15 months. 
These variables were negative affectivity and two types of 
health symptoms (a) symptoms resulting in personal 
discomfort and (b) health symptoms that resulted in personal 
76 
discomfort and necessitating a visit to a doctor. 
Statistically controlling for these variables at time one 
allowed a clearer picture of the relationships between the 
same variables at time two and other variables of interest. 
The second advantage related to the fact that prior 
stress research considering social support did not take into 
account variables that may have clouded the true 
relationship between variables of int~rest. These variables 
were positive and negative mood and negative affectivity. 
An examination of zero order correlations showed that mood 
was correlated with many of the study variables. Examining 
the second order partial correlations in Table 6 it can be 
seen that some of the intercorrelations dropped by as much 
as 0.12. Based on this data, both mood scales were 
subsequently controlled for in hypothesis set one. The data 
on negative affectivity did not have as significant an 
effect on the study variables. However, to provide as 
strict as possible a test for the hypothesis, this variable 
was also controlled for in hypothesis set one also. 
The zero order correlations in Table 2 indicate that 
with the exception of reported health symptoms at time 1 and 
time 2, both forms of social support were correlated with 
the stressors and strains in the direction predicted. The 
exceptions for coworker social support being workload and 
frustration and for supervisor social support the exceptions 
were workload and organizational conflict. The third order 
partial correlations, in Table 7, (controlling for both mood 
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scales and negative affectivity) show that the correlations 
between coworker social support have been reduced by between 
0.00 and 0.14. The result is that after the control 
variables are removed, coworker social support remains 
significantly correlated with only two of the five stressors 
and none of the strains or health outcomes. For comparison 
purposes the fifth order partial correlations, controlling 
for NA!, both mood scales, and both symptom scales at time 
one are presented in the appendix. 
The pattern of results for the supervisor social 
support was quite different when the control variables were 
partialled out. At the zero order level, supervisory social 
support displays slightly stronger relationships with the 
stressors and strains, the exception being health symptoms. 
When the control variables were partialled out, the size of 
the zero order correlations was less affected by this 
partialling. The result was that supervisor social support 
was correlated with two of the five stressors and all three 
of the psychological strains. The pattern of the third 
order partial correlations is also interesting. After the 
control variables have been removed, coworker social support 
still predicts situational constraints and organizational 
conflict, while supervisor social support predicts role 
ambiguity and role conflict. This pattern of results seems 
to be reasonable to the extent that the supervisor is 
probably the person most likely to define the role the 
individual plays in the organization. If an individual 
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experiences stress in that position, the supervisor is the 
person most likely to have the necessary power/influence to 
alleviate the stress or, in operational terms, to change the 
role characteristics. By contrast, coworker social support 
could conceivably be more effective, and apparently is, in 
alleviating organizational conflict and situational 
constraints. Several of the items in the situational 
constraints scale relate to not receiving assistance from 
others, interruptions from others, but to other employees 
being constraining. It may be possible that coworker social 
support is more effective when targeted at stressors that 
are primarily generated by fellow workers. 
Removing the effects of the control variables from the 
relationships between stressors and strains appears to 
demonstrate that coworker social support contains a 
significant element of "emotion" that is not apparent in 
supervisor social support. This may be explained in the 
LaRocco et al. (1980) framework of coworkers providing, and 
being limited to, primarily emotional type support. With the 
exception of conflict type issues with other employees, 
coworkers are unable to reduce the effect of other 
organizational stressors. Conversely, supervisor social 
support appears to be much more functional. Supervisors 
have the legitimate power to make significant changes to the 
individual's work environment. This subsequently, directly 
affects their job satisfaction, frustration level, and 
willingness to stay in their current position. These 
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results are consistent with prior research. However, the 
control of mood and negative affectivity has clarified the 
relationship between both forms of social support and 
organizational stressors and strains. The predicted 
relationship between social support and health outcomes was 
not established in the current study. Zero order 
correlations with health symptoms were not significant 
whether measured at time one or time two. The correlation 
between time one and time two measures of reported symptoms 
was 0.44 for symptoms alone and 0.36 for symptoms requiring 
a doctors visit. With the exception of chronic illness or 
long term conditions, symptoms at time one would not have 
been predicted to correlate highly with symptoms at time 
two. However these test re-test correlations may suggest 
that some individuals may have a tendency to report various 
symptoms. This tendency is apparently independent of 
changing environments and the effects of social support. 
Hypothesis Set Two 
The results of the current study are consistent with 
the majority of s.tudies that directly tested the role of 
negative affectivity in the relationship between stressors 
and strains. Negative affectivity does not appear to be 
responsible for the relationships between these variables as 
they did not drop to or near zero when NAl was partialled 
out. Consistent with the suggestions of Chen and Spector, 
{1991) NAl did appear to have a greater effect on the 
relationship between stressors and health outcomes than on 
the relationship between stressors and psychological 
strains. 
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Initially it was proposed to control for mood in 
evaluating this hypothesis. As mood is theoretically a 
distinct construct from NA it seemed likely that controlling 
for this potentially confounding variable would be prudent. 
The literature on transient mood had indicated that both 
forms of mood, when manipulated, have the potential to alter 
the individual's perception of their environment (Cohen, 
Townes, & Flocco 1988; Johnson & Tversky 1983; Pyszczynski, 
Holt, & Greenberg 1987). While no manipulation of mood 
occurred, the possibility of extremes in mood influencing 
the data existed and as such the control of mood was planned 
in the evaluation of the role of negative affectivity. 
However, as negative affectivity was found not to be a 
pervasive underlying construct of the relationships between 
stressors and strains without controlling for mood, there 
appeared to be limited utility to examining the role of 
negative affectivity after partialling out both of the mood 
scales. 
One of the difficulties of researching negative 
af fectivity in a "general" population is the difficulty of 
obtaining extremes of NA. In the current research, 
approximately 90% of the subjects had a scale score of 2.5 
or lower on a four point scale. Future research may try to 
ensure a high NA sample in the study by using known groups 
who display the theoretical characteristics of negative 
affectivity. The obvious difficulty with this 
recommendation is that as the sample in the study becomes 
more specialized, the generalizabilty of the results 
suffers. 
Hypothesis Set Three 
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The literature on transient mood had indicated that 
both forms of mood, when manipulated, have the potential to 
alter the individual's perception of their environment 
(Cohen, Townes, & Flocco 1988; Johnson & Tversky 1983; 
Pyszczynski, Holt, & Greenberg 1987). While no manipulation 
of mood took place in the current study, mood was evaluated 
as a precaution. If extremes of mood had been prevalent 
during the measuring of the other study variables, being 
aware of and controlling for its presence would have been 
desirable. Mood had implications for two of the other five 
hypothesis sets, those addressing negative affectivity and 
social support. As the zero order correlations indicated 
that mood was correlated with many of the study variables, 
both positive and negative mood were controlled for in the 
evaluation of hypothesis set one dealing with social 
support. The results of this hypothesis set suggested that 
there was a significant emotional component in coworker 
social support. This was distinct from the role of 
suprervisory social support which appeared to be much more 
functional in nature. The inclusion of mood as a control 
variable in this hypothesis set was appropriate and provided 
evidence that was consistent with other conceptualizations 
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of work related social support. The results from 
partialling out both mood scales from the study variables 
indicated that mood did have a variable role. In general 
mood had a more pronounced effect on psychological strains, 
with the exception of frustration, than on stressors. Mood 
had little effect on reported health symptoms or doctors 
visits. Finally, interestingly, NA, a construct 
theoretically independent of mood, showed some reduction in 
its relationship with other variables when mood was 
partialled out. If NA was a pure measure of a trait 
characteristic, this should have not been the case. 
Comparisons of neutral, positive and negative mood could be 
an appropriate avenue for future research. In hypothesis 
set two, negative affectivity was to be evaluated before and 
after mood was controlled. This was to be done for 
comparison purposes. However, as negative affectivity 
failed to support the predictions of hypothesis set two, the 
mood scales were not partialled out of the relationships 
between negative affectivity and stressors and strains. 
Comparisons with existing mood research on the effect 
size, or more directly how bad is bad mood (or good mood), 
was not possible as these studies employed different 
methodologies with different variables. The exception to 
this was Cohen, Townes & Flocco's 1988 study of social 
support and variations in transient mood. In order to 
evaluate the effect of mood in the measurement of 
organizational variables, studies -need to be completed where 
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mood is manipulated and the outcome variables are 
organizational stressors and strains. At that point, future 
research will have a benchmark with which to compare their 
results. 
Hypothesis Set Four 
This hypothesis is based on the negative affectivity 
literature. Negative affectivity was identified as the 
underlying construct of the relationship between stressors 
and strains by Watson and his colleagues. As negative 
affectivity is hypothesized to exist in high and low forms, 
a reasonable prediction for the current study was that of an 
interaction. That is differential response sets exist for 
high and low negative affectivity subjects. The predictions 
for this hypothesis set specifically addressed the 
interactions of NAl and stressors on health outcomes and on 
psychological strains. Out of the 25 moderated regression 
analyses performed, none were significant. Given the 
difficulty in establishing a group of high scoring 
respondents for this variable, these results are not 
surprising. As indicated above in the discussion of 
negative affectivity, utilizing known groups of high and low 
NA subjects may resolve this problem. 
Hypothesis Set Five 
As indicated in the discussion of hypothesis set three, 
direct comparisons with existing mood research are difficult 
as they have to date utilized different methodologies and 
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variables. The inclusion of the transitory mood variables 
in the current study was a prudent precaution in the event 
that there were actual extremes of mood present. If there 
were extremes of mood present in the population, it was also 
conceivable that a moderator effect may be present. That is 
positive and negative mood would interact with stressors to 
generate differential stress outcomes or strains. Fifty 
moderated regressions were performed with psychological 
strains and health outcomes as the dependent variables. 
Only two of the regression analyses were significant. Given 
the large number of analyses performed, these were 
attributed to type I error. 
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CONCLUSIONS AND FUTURE RESEARCH 
The current study set out to investigate the relationship of 
organizational social support and organizational stressors 
and strains while attempting to improve the clarity of the 
relationships by controlling for a number of variables. 
Consistent with current research on social support, the 
results of this study suggest that this variable is 
associated with lower reported stressors and strains. While 
zero order correlations suggested that social support was 
significantly correlated with virtually all of the stressors 
and strains the inclusion of several control variables 
clarified the nature of the relationships between supervisor 
and coworker social support and organizational stressors and 
strains. There appears to be a qualitative difference 
between supervisor and coworker social support, with the 
latter being composed of significant amounts of emotional 
affect. The rationale for this conclusion stems from the 
type of control variables that were employed (NAl and both 
mood scales). These control variables had a much more 
dramatic effect on coworker social support than on 
supervisory social support. Consistent with previous 
research supervisory social support appears to have a 
considerable instrumental component whereby the supervisor 
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can make significant changes to the individual's working 
environment. Prior research has suggested the primary 
importance of supervisor social support and this has been 
confirmed in the current study. The outcomes of this study 
and the work of Fisher (1985) carry particular importance 
for organizations when orienting new employees. There 
should be a realization on the part of the employer that 
this group may need close support in the early stages of 
their employment. More specifically, until they become 
aware of the levels of performance requirements for a given 
position. Failure to realize this may possibly lead to 
increased levels of stress for the newly hired worker. 
Additionally, supervisors appear to be the most potent 
agents of effecting change in the new employee's 
environment. These people set the role requirements and 
performance standards and appear to have the most 
significant effect on organizational stressors for the new 
employees. 
Negative affectivity does not appear to be a necessary 
control variable for future research in this area with a 
"general population". NA may be developed further using 
specific populations, but this will reduce the 
generalizabilty of the results and strays from the original 
intentions of Watson and his colleagues. Future studies in 
organizational settings that fail to replicate the 
assertions of Watson and his colleagues will likely reduce 
the utility of this construct even further. 
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Prior research in the area of social support has not 
included measures of transient mood. The inclusion of this 
variable in the current study has added to the clarity of 
the relationships in the study and raised some interesting 
questions. While mood was shown to be significantly 
correlated with many of the study variables no normative 
data are available. That is, were the sizes of the 
correlations observed in the current study "normal", 
elevated or depressed. A study where some attempt to 
manipulate mood, or perhaps using some naturally occurring 
event, is needed so some idea of the range of mood values 
can be obtained. Then this work would need to be replicated 
in different settings to establish its consistency, if any. 
One interesting result that appeared from the inclusion of 
the mood scale was the relationship of reported health 
symptoms and other study variables. Generally, with the 
exception of reported symptoms at time two with three 
strains, none of the health scales were correlated with the 
organizational stressors and strains. When negative mood was 
partialled out alone these significant correlations of time 
two symptoms and organizational strains dropped below 
significance. This suggests that at the symptom reporting 
level the indices of ill health may be largely attributable 
to bad mood. These conclusions are consistent with the work 
of Chen & Spector (1991) who noted that partialling out NA 
had much more influence on health symptoms than on other 
variables. In the current study the correlation between NA 
at time two and negative mood was 0.73 thus the similar 
results are not entirely unexpected. 
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The current study could have arrived at stronger 
conclusions if mood had been manipulated. A manipulation of 
mood may have given a clearer idea of the range of 
individual disposition and as such put us in a better 
position to interpret the results. 
This study set out to investigate the relationships 
between organizational stressors and strains and social 
support controlling for some potentially confounding 
variables. These variables were negative affectivity and 
transient mood. The results regarding social support were 
consistent with existing research. However these findings 
clarified the differential roles of supervisor and coworker 
social support when transient mood was controlled. Future 
research in individual perception and attitude measurement 
needs to pay more attention to the role of transient mood. 
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APPENDICES 
APPENDIX 1 
TABLE 8. FIFTH ORDER PARTIAL CORRELATIONS, PARTIALLING 
OUT TI.ME ONE SYMPTOMS, MOOD AND NAl 
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l 2 3 4 s 6 1 a 9 lo 11 12 u 14 15 16 
ROLE.il.MB 
ROLECON 53 
WKLOAO 05 35 
SITCONS 44 63 46 
ORGCONF 25 35 26 48 
INTQUIT 26 18 04 14 11 
FRUST 31 44 sa 46 37 27 
JOBSAT -24 -23 00 -10 -05 -61 -09 
SYM2 02 11 00 04 15 25 07 -07 
SYMDOC2 07 01 -06 08 00 -08 -06 10 -35 
NA2 10 06 04 09 17 04 23 -15 08 00 
SUPSUP -23 20 -05 -15 08 21 -2! 19 02 03 -02 
COWSUP -20 -18 08 -26 -29 -12 00 13 -05 02 -06 25 
NOtE: Cor;2lations are based an sample sizes of 103 - 251. Correlations 
greater t~an 0.19 are significant at 0.05 t'.'l'o tailed. COWSLIP= coworker 
social support, SUPSUP =supervisory social SUPPORT, NA2 =NEGATIVE 
AFFECTIVITY AT TIME TWO, ROLEAMBG = role ambiguity, ROLECONF = role 
conflict, SITCONS = situational constraints, ORGCONF = organizational 
conflict, WK LOAD = work 1 aad, INTENTQU IT = intent ion to quit, JOBSAT = 
jab satisfaction, FRUST = Frustration, SYM2 = HEALTH SYMPTOMS AT time 
two, SYMOOC2 =health symptoms at time t'xo requiring a doctors visit. 
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APPENDIX 2 
JOB SATISFACTION SCALE 
Directions 
Using the response choices below, please indicate your 
agreement with each item by circling the appropriate number. 
There are no right or wrong answers. Do not spend too much 
time on any item, but give the answer which reflects your 
opinions. 
1 = STRONGLY DISAGREE 
2 = DISAGREE 
3 = SLIGHTLY DISAGREE 
4 = SLIGHTLY AGREE 
5 = AGREE 
6 = STRONGLY AGREE To what 
degree do you agree with each of the following statements? 
JOB SATISFACTION SCALE 
1. In general, I like 
working here .......................... 1 2 3 4 5 6 
2. All in all, I am 
satisfied with this job . .............. 1 2 3 4 5 6 
3. In general, I don't like this job ..••. 1 2 3 4 5 6 
1. 
2. 
3. 
APPENDIX 3 
FRUSTRATION SCALE 
Frustration Scale 
l = STRONGLY DISAGREE 
2 = DISAGREE 
4 = SLIGHTLY AGREE 
5 = AGREE 
3 = SLIGHTLY DISAGREE 6 = STRONGLY AGREE 
Trying to get this job done is rarely 
frustrating .......................... 1 
Being frustrated comes with this job. 1 
Overall, I experience very little 
frustration on this job . ............. 1 
100 
2 3 4 5 6 
2 3 4 5 6 
2 3 4 5 6 
APPENDIX 4 
SYMPTOM SCALE 
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APPENDIX 4 (continued) 
During the past 30 DAYS did you have any of the following 
symptoms? If you did have the symptom, did you see a doctor 
about it? 
DURING THE PAST 30 NO YES YES 
DAYS DID YOU HAVE? I I DID BUT I DID AND 
DIDN'T DID NOT SEE I SAW 
DOCTOR DOCTOR 
1. An upset stomach or 1 2 3 
nausea 
2. A backache 1 2 3 
3. Trouble sleeping 1 2 3 
4. A skin rash 1 2 3 
5. Shortness of breath 1 2 3 
6. Chest pain 1 2 3 
7. Headache 1 2 3 
8. Fever 1 2 3 
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APPENDIX 4 (continued) 
DURING THE PAST 30 NO YES YES 
DAYS DID YOU HAVE? I I DID BUT I DID AND 
DIDN'T DI D NOT SEE I SAW 
DOCTOR DOCTOR 
9 . Acid indigest i on 
or heartburn 1 2 3 
10. Eye strain 1 2 3 
11. Diarrhea 1 2 3 
12. Stomach cramps 
(not menstrual) 1 2 3 
13. Constipation 1 2 3 
14. Heart pounding 
when not exercising 1 2 3 
15. An infection 1 2 3 
16. Loss of appetite 1 2 3 
17. Dizziness 1 2 3 
18. Tiredness or fatigue 1 2 3 
APPENDIX 5 
NEGATIVE MOOD SCALE 
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APPENDIX 5 (continued) 
The following words describe different feelings and 
emotions. Read each i tern and then circle the appropriate 
number as applied to you. Indicate to what extent you feel 
this way RIGHT NOW, that is, at the present moment. There 
are no right or wrong answers. Do not spend too much time 
on any item, but give the answer which seems to describe how 
you generally feel. 
NEGATIVE MOOD SCALE 1 (Diener & Larsen, 1984) 
1 = VERY SLIGHTLY OR NOT AT ALL 4 = QUITE A BIT 
2 = A LITTLE 5 = EXTREMELY 
3 = MODERATELY 
1. Depressed . •................. 1 2 3 4 5 
2. Unhappy . ..•....•............ 1 2 3 4 5 
3. Frustrated •................• 1 2 3 4 5 
4. Angry . ...................... 1 2 3 4 5 
5. Worried . .................... 1 2 3 4 5 
APPENDIX 6 
POSITIVE MOOD RATING 
Positive Mood Scale 
Directions 
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Please indicate, on the scales below, how you feel NOW. 
That is for each scale, please circle ONE NUMBER that best 
represents how you feel now. For example, on the scale 
below anchored at one end by "bored" and the other end by 
"interested" you might answer: 
Bored 1 2 3 4 5 6 7 Interested 
Do not skip any scale. Remember, your true 
feelings are important. 
1. Pleasant 1 2 3 4 5 6 7 Unpleasant 
2. Positive 1 2 3 4 5 6 7 Negative 
3. Happy 1 2 3 4 5 6 7 Sad 
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APPENDIX 7 
SUPERVISOR AND COWORKER SOCIAL SUPPORT SCALE 
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APPENDIX 7 (continued) 
Directions: 
The statements that follow refer to feelings 
and experiences that often occur in your relationships with other 
people. Please respond to each series of statements, keeping in 
mind the particular person (or persons) the statement refers to. 
Indicate the extent to which you agree or disagree with a 
statement by circling the appropriate response option. 
SD=Strongly Disagree(SD) 
MD=Moderately Disagree (MD) 
SLD=Slightly Disagree (SLD) 
NDNA=Neither Disagree Nor Agree (NDNA) 
SLA=Slightly Agree (SLA) 
MA=Moderately Agree (MA) 
SA=Strongly Agree (SA) 
For these 6 statements, respond by considering YOUR relationship 
with your CO-WORKERS: 
1. My co-workers and I are very open with each other 
about what we think about things. 
SD MD SLD NDNA SLA MA SA 
2. My co-workers give me the moral support I need. 
SD MD SLD NDNA SLA MA SA 
3. Sometimes when I confide in my co-workers, 
it makes me feel uncomfortable. 
SD MD SLD NONA SLA MA SA 
APPENDIX 7 (continued) 
4. My co-workers are good at helping me 
solve work related problems. 
SD MD SLD NONA SLA 
5. My co-workers are good at helping me 
solve my personal problems 
SD MD SLD NONA 
6. Most other people are closer to 
their co-workers than I am. 
SD MD SLD NONA SLA 
SLA 
MA 
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MA SA 
MA SA 
SA 
For these statements, respond by considering YOUR relationship 
with your IMMEDIATE SUPERVISOR at work. 
1. Sometimes when I confide in my supervisor, 
it makes me feel uncomfortable. 
SD MD SLD NONA SLA MA 
2. My supervisor is good at helping me 
solve work related problems. 
SD MD SLD NONA SLA MA SA 
3 • My supervisor and I are very open about 
what we think about things. 
SD MD SLD NONA SLA MA 
4. Most other people are closer to their 
supervisor than I am. 
SD MD SLD NONA SLA MA 
SA 
SA 
SA 
APPENDIX 7 (continued) 
5. My supervisor gives me the moral support I need. 
SD MD SLD NONA SLA 
6. My supervisor is good at helping me 
solve my personal problems. 
SD MD SLD NONA SLA 
MA SA 
MA SA 
110 
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APPENDIX 8 
NEGATIVE AFFECTIVITY SCALE (TRAIT ANXIETY) 
APPENDIX 8 (continued) 
Negative Affectivity Scale 
For the following statements, ind i cate how you 
GENERALLY 
feel. 
1 = Almost never 
2 = Sometimes 
3 = Of ten 
4 = Almost Always 
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1. I am a steady person ..•......••.........•.... 1 2 3 4 
2. I feel satisfied with myself. ...••......•.... 1 2 3 4 
3. I feel nervous and restless.................. 1 2 3 4 
4. I wish I could be as happy as others seem 
to be •..•.................................... 1 2 3 4 
5. I feel like a failure . ....................... 1 2 3 4 
6. I get in a state of tension or turmoil as I 
think over my recent concerns and interests .• 1 2 3 4 
7. I feel secure . ............................... 1 2 3 4 
8. I lack self-confidence •••••..•..••..••....... 1 2 3 4 
9. I feel inadequate . ........................... 1 2 3 4 
10. I worry too much over something that really 
does not matter ............................. 1 2 3 4 
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APPENDIX 8 (continued) 
1. 
2. 
3 • 
4. 
APPENDIX 9 
ORGANIZATIONAL CONFLICT SCALE 
1 = Never 4 = Quite Of ten 
2 = Rarely 5 = Extremly Of ten 
3 = Sometimes 
How of ten do you get into arguments 
with other people at WO r k? • ..•..••.••..•. 1 2 
How of ten do other people yell 
at you at WO r k? •• •• •••••••••••••••••••••• 1 2 
How of ten are people rude 
to you at WO r k? •••••••••••••••••••••••••• 1 2 
How of ten do other people do nasty 
things to you at WO r k? •..••..•..•...•..•• 1 2 
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3 4 5 
3 4 5 
3 4 5 
3 4 5 
1. How 
to 
1 = Never 
2 = Rarely 
3 = Sometimes 
of ten does your 
APPENDIX 10 
WORKLOAD SCALE 
4 = Quite Of ten 
5 = Extremly Of ten 
job require you 
work very fast? ....................... 1 2 
2. How often does your job require you 
115 
3 4 5 
to work very hard? ...........•........... 1 2 3 4 5 
3. How of ten does your job leave you with 
little time to get things done? . •....... 1 2 3 4 5 
4. How of ten is there a great deal to 
be done? •.........•..................... 1 2 3 4 5 
5. How of ten do you have more work than 
you can do we 11? .••..••.....••......•... 1 2 3 4 5 
APPENDIX 11 
SITUATIONAL CONSTRAINTS SCALE 
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APPENDIX 11 (continued) 
1 = Less than once per month or never 
2 = Once e.r twice per month 
3 = Once or twice per week 
4 = Once or twice per day 
5 = Several times per day 
How of ten do you find it difficult or impossible to 
do your job because of . ...... ? 
1. Poor equipment or supplies . .............. 1 2 3 4 5 
2. Organizational rules and procedures •...•. 1 2 3 4 5 
3. Other employees . ......................... 1 2 3 4 5 
4. Your supervisor . ......................... 1 2 3 4 5 
5. Lack of equipment or supplies ............ 1 2 3 4 5 
6. Inadequate training ............... ....... 1 2 3 4 5 
7. Interruptions by other people ..••......•. 1 2 3 4 5 
8. Lack of necessary information about what 
to do or how to do it •...•..•..••..•.•.•. 1 2 3 4 5 
9. Conflicting job demands ..•..••.••..•.•... 1 2 3 4 5 
10. Inadequate help from others ............. 1 2 3 4 5 
11. Incorrect instructions .... .............. 1 2 3 4 5 
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ROLE AMBIGUITY AND ROLE CONFLICT 
APPENDIX 12 (continued) 
1. I have to do things that should be 
Very 
False 
119 
Very 
True 
done differently. 1 2 3 4 5 
2. I feel certain about how much authority 
I have. 1 2 3 4 5 
3. I receive an assignment without the 
manpower to complete it. 1 2 3 4 5 
4. Clear, planned goals and objectives exist 
for my job. 1 2 3 4 5 
5. I have to buck a rule or policy in order 
to carry out an assignment. 1 2 3 4 5 
6. I know that I have divided my time 
properly. 1 2 3 4 5 
7. I work with two or more groups who operate 
quite differently. 1 2 3 4 5 
8. I know what my responsibilities are. 1 2 3 4 5 
9. I receive incompatible requests from two 
or more people. 1 2 3 4 5 
10. I know exactly what is expected of me. 1 2 3 4 5 
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11. I do things that are apt to be accepted by 1 2 3 4 5 
one person and not accepted by others. 
12. Explanation is clear of what has 
to be done. 1 2 3 4 5 
13. I receive an assignment without adequate 
resources and materials to execute it. 1 2 3 4 5 
14. I work on unnecessary things. 1 2 3 4 5 

